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ABSTRACT

This research was designed to investigate a major
reason for the inadequate supply of suitably qualified
supervisors and foremen in Nigeria,

The investigation was

conducted by means of two related studies conducted in
Nigeria from December 1973 to March 1974.

The first study,

an inquiry into the state of supervisory and foremanship
problems in Nigeria, is referred to as the preliminary
study. The other, an inquiry into the factors influencing
the choice of career by Nigerian career planners, is re
ferred to as the major study.
The preliminary study utilized the questionnaire
technique.

The subjects used comprised:

(1) company execu

tives, middle managers and supervisors selected from a ran
dom sample of 50 Nigerian companies; (2) Nigerian manpower
officials chosen from a random sample of three federal
Nigerian ministries; and (3) university professors chosen
from a random sample of three Nigerian universities.
The results of this study were analyzed by computa
tion of the frequency distribution for the questionnaire
responses across such key demographic variables as age, sex,
and occupation.

The major findings were:

(1).Nigeria does

not have an adequate supply of supervisors and foremen;
x

(2) upgrading the supervisor’s pay is necessary; (3) more
institutions for the training of supervisors are needed; and
(4) the federal government and the individual companies
should pay for the cost of the supervisor's training.
The major study was also accomplished through the
questionnaire technique.

The subjects used were:

(1) 100

high school juniors and seniors selected from a random
sample of three Lagos high schools, and (2) 200 college
juniors and seniors selected from a random sample of three
Nigerian universities.
Three statistical methods were utilized in the analy
sis of results and the testing of hypotheses:

(1) tests of

null hypotheses, (2) Pearson Product Moment correlation
analysis, and (3) the analysis of variance statistical
technique.
The major findings were:

(1) pay and prestige appear

very important to Nigerian career planners, and (2) the pay
and prestige associated with the supervisor's job are un
favorable by Nigerian standards.

The main conclusion drawn

from the research was that the low pay and prestige asso
ciated with the Nigerian supervisor's job is a major factor
in the country's supervisory and foremanship manpower
problems.

CHAPTER I

INTRODUCTION
The role of human capital as a powerful instrument
in economic development and industrialization has been
recognized by many social scientists for many decades.
As far back as 1913, Emerson, a management scholar popu
larly known as the "high priest of efficiency," suggested
that ideas--not land, labor, and capital--create wealth;
that ideas employing the tools of land, labor, and capital
generate wealth.1
In more recent times, many economists and management
2

writers--Schultz, for instance--have been stressing the
need for human resource development.

The common thesis of

these writers centers around the premise that the wealth
and vitality of each nation rests ultimately upon the de
velopment of its people and upon the effective commitment
1
Harrington Emerson, The Twelve Principles of Efficiency (New York: Engineering Magazine Company, 19i3),
p. 28.
2

Theodore Schultz, "Investment in Human Capital in
Poor Countries," in Paul D. Zook, ed., Foreign Trade and
Capital (Dallas: Southern Methodist University Press,
1962), pp. 3-15.

1

of human energies and talents.

3

Capital and natural re

sources are looked upon as passive agents.
duals

Those indivi

who can--and do--accumulate capital, exploit natural

resources, and build political and social institutions are
seen as the active agents of economic development.
Recent events in the reconstruction and development
of nations lend strong support to the importance of well
developed human capital,

Cohen makes the interesting obser

vation that the job of restoring the industrial capacity of
Western Europe after World War II took less time than most
people supposed it would.4

He attributes this to the

existence of a large reservoir of human capital--profes
sionals, technicians, skilled craftsmen, and managers.^

In

contrast to this, Cohen points out that the problem of
bringing many of the developing economies to a position of
self-support is taking longer than was originally antici
pated.

The cause is attributed to the absence of a surplus

of well developed human capital.^
Human resource development and utilization is an
economic, social, and political concept which many social
3
Committee on Education and Human Resources Develop
ment Nigeria Task Force, Nigeria Human Resource Development
and Utilization (New York: Education and World Affairs,
4Sanford Cohen, "Human Capital," in The Proceedings
of the Sixth International Manpower Institute (Washington,
D .C.: June-August, 1966), p. 9.
5Ibid., p. 10.

6Ibid.

3

scientists have tried to emphasize to many countries.

For

tunately this social concept is finding positive response
throughout the developed and the less developed nations.
Today most of the highly developed nations of the world-the United States, Britain, France and the rest of Western
Europe--have active and extensive manpower programs.

Many

developing nations are copying the examples of their former
colonial masters and have embarked upon various forms of
manpower programs.
An important lesson which the less developed coun
tries are learning from their manpower programs is that the
development and utilization of a balanced labor force is no
easy task.

A number of scholars in this area who have done

some work in the developing nations, Lewis and Harbison,
for instance, have investigated the nature of manpower prob
lems these less developed countries experience with en
lightening results.

Lewis suggests a huge surplus of un

skilled labor in the underdeveloped countries and recommends wage cutting as a method of solving the problem.

7

Harbison observes shortages and surpluses in different
occupational areas and suggests that the reasons for both
Q

shortages and surpluses are interrelated.

Harbison also

7

See Arthur Lewis, "Economic Development with Un
limited Supplies of Labor," in Bernard Okun and Richard W.
Richardson, eds., Studies in Economic Development (New
York: Holt, Rinehart and Winston, 1961), pp. 279-303.
8

Frederick Harbison, "Human Resource Development
Planning in Modernizing Economies," International Labor
Review, Vol. 85, No. 5 (May 1962), pp. 435-443.

strongly attributes the main reasons for the interrelated
problems to the system of reward and status in the moderniz
ing societies.®
A number of other writers have also expressed differ
ing views on the subject.

Schultz is among the scholars

who see some relationship between the degree of manpower
development in a developing nation and the nation’s ability
to attract foreign aid and grants,*®

He sees the inability

of some developing countries to absorb large capital as a
result of shortages in the high-level manpower which is
essential for economic development.

Peaslee, on the other

hand, attributes manpower and development problems in the
modernizing countries to improper planning of the educational system. 11
The differing opinions of experts regarding manpower
problems in the developing nations should stimulate grave
concern within these countries.

It means that the develop

ment and utilization of a balanced labor force should be
given a major priority.

Currently, countries such as

Nigeria, Uganda, and Malawi have channeled their efforts
and resources to certain specific manpower areas at the ex
pense of others.

The result, as is illustrated in the

9Harbison, loc. cit.
11

10Schultz, loc. cit.

Alexander Peaslee, "Education's Role in Develop
ment," Economic Development and Cultural Change, Vol. 38,
No. 4 (April 1969J, pp. 293-318.

5

Nigerian case, is serious shortages in some key areas such
as the technical skills, as well as surpluses in clerical
skills.

This study is specifically aimed at one of the key

shortage areas, namely the supervisory and foremanship per
sonnel, and is concerned with the investigation of one of
the major factors causing the shortage as well as the pos*

sible steps which must be undertaken in order to alleviate
the problem.
STATEMENT OF PROBLEM
This section is intended as an orientation to Ni
geria and the problem of the research.

The introductory

geographic, political, and economic facts are aimed at
bringing the reader up to date with the country's position
on the ladder of economic development at the time of the
study.
Facts About Nigeria

12

Nigeria, one of the largest countries in Africa,
was a former British colony which achieved independence on
October 1, 1960.

It has an estimated population of about

60 million people, unevenly distributed throughout an area
of over 356,669 square miles, which lie between the fourth
and fourteenth parallels north of the equator.

12

Much of this material was obtained from: Embassy
of Nigeria, Washington, D.C., Nigeria (an information
brochure).

Politically, Nigeria has undergone a period of in
stability due to the Civil War, 1967-70, between a section
of the south which was proclaimed the Republic of Biafra,
and the rest of the country.

Though still under military

rule, the Nigerian political scene can now be described as
fairly stable.
federation.

Peace has been restored throughout the

A new constitution is now in the making and

the military will return power to a civilian government to
be elected by 1976 under the new constitution.

Since the

Civil War Nigeria has been politically divided into 12
states similar to those in the United States.

These 12

states replaced the former four regional divisions and
their various governments.
Like many other African countries, Nigeria's economy
is still underdeveloped.
above $100 (dollars).

The per capita income is a little

The country is rich in oil and ex

ports most of this product to the United States and Great
Britain.

The other export products include cocoa, palm

produce, peanuts and rubber.

The inhabitants of Nigeria

comprise people of many different tribes and languages.
The predominant tribes are the Hausas in the north, the
Ibos in the southeast and the Yorubas in the southwest.
Though there are many tribal languages, English.is used as
the official language.

Manpower Shortages
With the termination of British rule,the Nigerians
embarked upon policies of industrialization and economic
development.

In the areas of industrialization and human

resource development, the country has made some progress
but more work needs to be undertaken.
Human resource development still remains one of the
most problematic areas of Nigeria's economic development.
One frustrating fact about the manpower problem is the acute
shortages in some areas co-existing with surpluses in many
other areas.

A recent survey by the Federal Government,

reported in the Second National Development Plant 1970-74,
illustrates the problem.
TABLE 1-1
Manpower Shortages in Nigeria in Selected Occupations
Occupation
Draughtsmen
Technical Assistants
Laboratory Technologists
Research Assistants
Non-graduate Teachers
Work Supervisors
Source:

Shortage (in $)
11

4
6

23
2
5

Second National Development Plan 1970-74, p. 317.
Judging from the above table,one can say that a

major manpower shortage area in Nigeria lies within the
category referred to in Nigeria as the intermediate

8

category.

The category is made up of persons who are nor

mally required to have at least one or two years of spe
cialized training after high school and includes all engi
neering assistants, secretary typists, laboratory techni
cians, foremen and supervisors.

That Nigeria has problems

in this area can be further demonstrated by the following
observation made by the Committee on Education and Human
Resource Development in Nigeria:
In Nigeria the attentive observer has no difficulty
in seeing the evidence of harassment suffered by top
officials in government, banking, commerce and industry
for want of adequate competence in their subordinates.
A significant portion of expensive training and ex
perience is less productive than it might be because of
weakness in the sustaining intermediate skills.13
The foregoing figures and statements are secondary
data which lend support to the problem under discussion.
In an effort to verify these facts, a preliminary study was
initiated by this writer during December 1973 in Nigeria.
The study attempted to ascertain the opinions of company
executives, top management officials, supervisors and fore
men, government manpower officials, and university manpower
teachers as to their perception of shortages or surpluses
of adequately trained supervisors and foremen.
The term "preliminary study" will be used to describe
this survey; the term "major study" will denote the main
study to be described in Chapter III.

The methodology used

13
Committee on Education and Human Resources Develop
ment Nigeria Task Force, p. 13.

9

in these two related studies will be described in Chapter
III under the appropriate headings.

The analyses of both

studies are presented in Chapter IV.

The questionnaires

for both studies are included in the Appendix.
PURPOSE OF THE STUDIES
The description so far has centered on the nature of
the problem under study.

This in itself is one of the ob

jectives of the research.
problem is not enough.

But the mere analysis of the

This research has as one of its main

objectives an analysis of one of the principal factors caus
ing the problem.

This principal factor, as has been indi

cated in the title of the research, is how Nigerian career
planners perceive the job of the industrial supervisors and
foremen.

Here, this researcher is particularly interested

in how the career planners perceive the pay and the status
attached to the job.

This was investigated because previous

research in this area by Harbison, Callaway*^ and the
National Manpower Board suggest that Nigerian career em
ployees are mostly influenced by these factors.

Their

findings, moreover, seem to be theoretically supported in
Maslow's hierarchy of needs theory of motivation.*^
1

j

Archibald Callaway, "Unemployment Among African
School Leavers," Journal of Modern African Studies, Vol. 1,
No. 3 (May 1963), pp. 351-371.
”
15
Abraham Maslow, Motivation and Personality (New
York: Harper and Row, 1954).

10

Also implied here as a purpose of the research is a
discussion of the implications of the findings to the Ni
gerian manpower planners.

To state the purpose of the re

search in a more precise fashion we could put it this way:
(a) to establish the nature of the supervisory and foreman
ship problem in Nigeria; (b) to analyze a major factor ac
counting for the problem; and (c) to show the implications
of this to the Nigerian manpower planner.
SCOPE OF THE RESEARCH
Although this research deals with the rating of the
job of the supervisor and foreman, attention has been focused
on two job factors alone, pay and status--or the prestige
associated with the job.

A major reason for the choice of

these two job factors is based on the review of the litera
ture on manpower studies in Nigeria.

Most of the re

searchers on Nigerian manpower problems, such as Harbison,
Callway, and the National Manpower Board, have all cited
these two job factors.

As already also indicated, theoreti

cal literature in the area of motivation to join an organi
zation would suggest that the Nigerian career planners at
this stage in the country's economic development would be
struggling for the satisfaction of these two human needs-pay and status--which business enterprises could fulfill.
The sampling universe of the major study has been
limited to high school and college juniors and seniors,

11

randomly selected.

This researcher was told by the Nigerian

Institute of Management that it would be very difficult to
reach other job seekers who have completed their education
and have joined the job market as applicants.
JUSTIFICATION OF THE STUDIES
Studies of this nature are vital in Nigeria today.
Thus far, manpower research in this country has been
limited to surveys which have often revealed some problems.
Attempts have not been made to systematically isolate the
causes of the problems revealed by the various surveys.
Some writers in the area of manpower problems in the devel
oping nations have indicted the educational and training
programs as the determining factor.

But Harbison, who has

done extensive And meaningful research in Nigeria, strongly
disagrees with this notion when he states:
I would argue most strongly that situations of this
kind will not be corrected by publicity, exhortations
of prime ministers and the building of more educational
institutions. They will be changed only when the system
of rewards and status in a modernizing society are
changed, and the initiative in making changes must come
from the government itself in the form of complete re
vision of the entire system of compensation of govern
ment employees.16
After a series of interviews and discussions with
students, government officials, company executives, top
level management officials, and some first level management

"^Harbison, p. 444.

12

groups, this researcher was quite convinced that Harbison's
argument has considerable merit.

His argument is further

supported by the results of a recent wage survey conducted
by the Nigerian National Manpower Board.

These findings are

presented in Table 1-2 below.
TABLE 1-2
Median Annual Income by Management Grade,
Private Sector, 1972
Grades
Managing Director
General Manager
Deputy General Manager
Executive Director
Personnel Director
Chief Accountant
Administrative Manager
Works Manager
Accountant
Engineers
Production Manager
Personnel Manager
Management Assistant
Supervisors
Foremen
Source:

Median Income
(Pounds)*
3,600
4,200
5,000
3,000
Not Reported
2,500
1,200
2,500
1,000
1,000
1,800
1,200
1,380
500
250

National Manpower Board, The Remuneration of
Management in the Private Sector, 1972, p. 7.
*One Nigerian pound = 3 dollars at the time of this

study.
It would appear that a wage or salary structure of
the type shown in Table 1-2 would be a major factor in dis
couraging talented career employees to consider the job of
supervisor or foreman as a career.

The pay attached to the

13

job is also indicative of the status of the job.
LIMITATIONS OF THE STUDIES
Like many other studies of this nature this research
has a number of limitations.

One limitation stems partly

from lack of adequate financial resources and time which
limited the scope of the research.
the measurement instrument.

The other results from

In the spirit of scientific

inquiry, the possible effects of these limitations should
be cited.
Consequences of Financial
and Time Limitations
The data for this research had to be collected in
Nigeria.

This requirement called for some form of finan

cial assistance which was not forthcoming.

In order to do

an outstanding job of data collection, the researcher must
be financially able to absorb the hotel bill and travelling
expenditures over a long period of time.
This researcher’s inability to do so led to a cer
tain narrowing of the sample size and the shortening of the
questionnaire to a length that would not cut into both the
respondents' and researcher’s time.

As was already indi

cated, the sample of career planners could have been
broadened to include more high school and college students
as well as other categories of job or career planners.

Such

a task would, however, have been tremendously difficult even
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for a team of researchers.
The lack of financial resources caused the researcher
to abandon his original plan of using mail questionnaires.
An inquiry at the general post office in Lagos, Nigeria,
showed that it would cost close to a dollar apiece to mail
the questionnaire by air from Nigeria to the United States.
Surface mail would have taken about three months to be de
livered.

Past experience from researchers who were inter

viewed in Nigeria showed that the administration of and
response to mail questionnaires in Nigeria were quite diffi
cult.

The respondents are known to be frequently changing

addresses.

The job or career seekers were known to be

staying with different relatives or friends every day or
week until means of self support had been found.

Even if

the questionnaire found its way to the intended respondent,
the probability of his responding was considered a lot lower
than would be the case in the United States.
In light of this restriction, the decision was to
use subjects on campuses where they could be more easily
reached and where the response rate would be very high once
the cooperation of the teachers and students had been se
cured.

This decision could affect the extent to which the

finding of the study can be generalized.
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Limitations Set by the
Measurement Instrument'
Because of the priority to simplicity, directness
and clarity, the major study questionnaire was not struc
tured in the usual Likert Technique attitude scale used
here in the West.

Certain statements concerning pay, for

instance, can best be measured in Nigeria by using some
language which would be difficult to put to scale.

This

is so because pay in the eyes of a Nigerian career planner
is just not the pay check and legal fringe benefits.

It

includes other illegal ways of making money such as bribery.
Thus a given job may carry a low legal salary but if the job
has illegal ways of making money, many career planners will
go after it.
DEFINITION OF TERMS
While the following terms used in this study may be
understood by the reader, they are included in order to
insure uniformity of understanding in the context in which
they are used.
Foreman: A supervisory person, who acts as the chief
workman in a gang or crew of workers.
Education: This refers to the acquisition of general knowl
edge and development of basic mental ability.
Nigerian Pound (£N):
prior to 1973.

The highest monetary unit in Nigeria
This unit was worth approximately $3
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(U.S. dollars).

It was replaced by the Nigerian

naira (N) in 1973.

The naira is worth approximately

$1.50 at the time of this research.
Pay: Financial reward given in return for work done.
Prestige: The social standing associated with a job.

Pres

tige and status are used interchangeably in this
study.
Training: This refers to the development of specific
skills which are needed to perform a particular job
or series of jobs.
Work Supervisor: An individual, at the first level of man
agement, who is entrusted with the responsibility of
supervising or overseeing the work of a group of
employees.
Shortage: This refers to the situation in which the exist
ing number of adequately qualified supervisors or
foremen is not enough for business and industrial
needs.

Reasons for the shortage may be due to such

factors as the industrial wage structure, low status
of jobs or lack of adequate training facilities.
Surplus: This is used to describe the situation in which
the existing number of adequately qualified super
visors or foremen is greater than the number needed
at current wage rates in business and industry.
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Career Planners: A term used to describe the subjects used
in the major study.

These subjects have begun to

plan their careers for the future.
This introductory chapter has been designed to pro
vide the reader with the necessary background needed for
the understanding of'the remaining five chapters.

CHAPTER II
REVIEW OF RELATED LITERATURE
The problem of supervisory, or foremanship, person
nel is a topic which touches on varying fields of study.
Specifically, this research is dealing with a subject mat
ter which is of interest to the manpower and development
oriented student, the student of industrial motivation, and
the student who is interested in the area of supervisory
and leadership role.

In other words, it is being sug

gested that in order to have the supervisory function
satisfactorily performed, an organization must have a
method of inducing, or motivating, people who have the
necessary leadership abilities or potentialities to join
and participate in the organization.

Bearing this in mind,

this chapter will now look into the manpower, motivation
to join an organization, and the supervision literature to
see how they relate to the topic.
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THE ROLE OF MANPOWER DEVELOPMENT AND TRAINING
IN ECONOMIC DEVELOPMENT
Arthur Lewis
One of the most frequently quoted economic develop
ment writers in the last decade was Arthur Lewis, the
author of "Economic Development with Unlimited Supplies of
L a b o r . T h o u g h this article is essentially more relevant
to the whole area of economic development than any others,
it touches on the problem of labor utilization for develop
mental purposes.
Lewis' Model. Lewis' main assertion can be briefly
summarized thus:

Some underdeveloped countries such as

Egypt, India, or Jamaica, have unlimited supplies of labor
in the subsistence or agricultural sector.

These countries

are also characterized by a small modern sector.

The margi

nal productivity of labor in this subsistence sector ranges
from negligible to zero or negative.

The subsistence out

put is supposedly constant.
For such countries the solution to the problem should
be for the capitalistic sector to expand by employing labor
from the agricultural sector at a wage based on the product
per worker in the subsistence sector.

The extra capital to

1Arthur Lewis, "Economic Development with Unlimited
Supplies of Labor," in Bernard Okun and Richard W. Richard
son, eds., Studies in Economic Development (New York: Rine
hart and Winston, 1961), pp. 279-303.
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be saved by paying low wages to the workers would then be
reinvested.

The modern sector should keep on with the em

ployment of new workers and the increasing investment made
possible by the low wage rate until the unlimited supply of
labor has been used up.
with the labor supply.

At this point capital catches up
The wage rate in the modern sector

is no longer determined by workers' alternatives in the
subsistence sector but on the demand and supply conditions
in the economy as a whole.
Criticisms of Lewis. Lewis has received varied
criticisms since the publication of his article.

A lot of

these center around his suggestion that the most important
labor problem was that of surplus or unlimited supply of
labor in the subsistence sector.

Kenadjian Berdj has sug

gested that what Lewis has called unlimited supply of labor
is nothing but seasonal or disguised unemployment. 2

He

goes on to point out that because of the nature of the
labor in the agricultural sector, some workers cannot help
but be idle during certain periods of the year.

Taking

them away to the modern sector will cause problems for both
sectors.

He suggested instead that some rural projects

should be instituted to take care of these workers during
the seasons when they have to stay idle.
2
Kenadjian Berdj, "Disguised Unemployment in Under
developed Countries," Zeitschrift fur Nationalokonomie,
Sept. 1961.
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Stephen Enke has pointed out that in order to deter
mine the wage or marginal productivity of a worker in the
agricultural sector, the extended family system whereby a
worker in the subsistence sector assumes responsibility for
his immediate relatives should be taken into account.

3

To

base the productivity of the agricultural worker on what it
takes to maintain him and his immediate family would be
underestimating his actual wage or marginal productivity.
Other criticisms of Lewis include the fact that even
if surpluses exist in the subsistence sector, the workers
in this sector may not be suitable for the capitalistic sec
tor because of the lack of skill, education, training, and
even the ability requirements of the jobs.

Also of impor

tance here is the fact that some of the jobs in the subsis
tence sector, as Yong Sam Cho points out, are traditionally
oriented.^

These jobs include those of the village medicine

man and related occupations which are status symbols for
different families.

It would be difficult for people occu

pying such traditional occupations to leave them for lower
status jobs in the capitalistic sector.
3

Stephen Enke, "Economic Development with Unlimited
and Limited Supplies of Labor," in W. Johnson and D,
Kamerschen, eds., Readings in Economic Development (Cin
cinnati, Ohio: South Western Publishing Co., 1 9 7 2 ) ,
pp. 241-255.
^Yong Cho, Disguised Unemployment in Underdeveloped
Areas (Berkeley: University of California Rress, 1^63),
p. S.
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Lewis' model does not present a good solution to the
Nigerian supervisory and foremanship personnel problem.
This category of manpower is not such that can be easily
solved by mere recruitment from the agricultural sector at
a subsistence wage level.

It is rather a problem which may,

among other things, call for changes in the present Nigerian
industrial wage structure, status attached to jobs and
training and development facilities.

Needless to point out

further, Nigeria may not have unlimited supply of labor in
the agricultural sector.
Frederick Harbison
Whereas Lewis sees the manpower problem in economic
development as mainly that of unlimited supply of labor in
the agricultural sector, Harbison is among those writers
who suggest that the problem can mainly be broken down into
two:

(a) the shortage of persons with critical skills in

the modernizing sector, and (b) surplus labor in both the
modernizing and traditional sectors.^
Manpower Shortages. Harbison's analysis of the
shortages in the modernizing economies can be summarized
thus:^

^Frederick Harbison, "Human Resource Development
Planning in Modernizing Economies," International Labor
Review, Vol. 85, No. 5 (May 1962), pp. 455-443.
6Ibid., p. 437.
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(a) In all modernizing countries there is likely to be
a shortage of highly educated professional man
power such as, for example, scientists, veterina
rians, engineers, and doctors. Such persons, how
ever, usually prefer to life in major cities
rather than in rural areas, where in many cases
their services are most urgently needed.
(b) The shortage of technicians, nurses, agricultural
assistants, technical supervisors and other sub
professional personnel is generally even more
critical than the shortage of fully qualified pro
fessionals. One reason for this is that the few
persons who are qualified to enter a technical
institute may also be qualified to enter a univer
sity, and they prefer the latter because of the
higher status and pay which is accorded the holder
of a university degree.
(c) The shortage of top-level managerial and adminis
trative workers in both the private and public
sectors.
(d) Teachers are almost always in short supply, and
their turn-over is high because they tend to leave
the teaching profession if and when attractive
jobs become available in government.
(e) In most modernizing countries there are also
shortages of craftsmen of all kinds as well as
senior clerical personnel such as bookkeepers,
secretaries, stenographers, and business machine
operators.
(f) Other miscellaneous categories such as radio and
television specialists, airplane pilots, account
ants, economists, and statisticians.
Labor Surpluses.

In addition to the areas of

shortages, Harbison also suggests the following areas of
surpluses:^
(a) The supply of unskilled and untrained manpower in
the urban areas which exceeds the available employ
ment opportunities.
(b) In the overpopulated areas such as India and Egypt
underemployment and disguised unemployment of human
resources exist in the rural areas.
7

Harbison, p. 439.
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(c) Those intellectuals who are unemployed because
they are unwilling to accept work which they con
sider beneath their status or educational level.
(d) Other miscellaneous kinds include: technological
and structural kinds, immigrants and refugees who
swell the ranks of the unemployed.
Though these two problems seem to be the opposites
of each other, Harbison considers them as being intimately
related.

He sees both as having their roots in the changes

which are inherent in the development process.

Both are

also believed to be related in part to the system of wage
rewards and education.

Our writer also sees them as being

aggravated as the tempo of modernization is quickened.

For

a solution, Harbison suggests changes in the system of re
wards and status as well as in the educational and training
programs.
The main criticism of Harbison's work centers around
the fact that he tends to overemphasize the importance of
high-level manpower, and secondary and higher education,
at the expense of low-level manpower, and elementary educa
tion.

Peaslee points out from his studies that before a

country can benefit fully from its secondary education
program, that country must have at least ten percent of
O

its population in primary school.

Unlike Harbison,

Peaslee emphasizes a solid primary education as a key to
the high productivity of the working class in any society.

8

Alexander Peaslee, "Education's Role in Develop
ment," Development and Cultural Change, Vol. 38, No. 4
(April 1969), p. 293.
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Application of Harbison*s Model to Nigeria. Harbison's model to a great extent represents the type of man
power problems that exist in Nigeria today.

The areas of

surpluses and shortages can very easily be identified in
the country.

It is possible that his writing was very much

influenced by his experience in Nigeria where he has done
some consulting work on manpower and education.
Archibald Callaway
One of the most vivid descriptions of an aspect of
the manpower problem in Africa, mainly that of surplus
African school leavers streaming into the cities for wage
employment, has been given by a Ford Foundation Research
Fellow, Archibald Callaway.
In his landmark article, "Unemployment Among African
g
School Leavers," Callaway gives an account of how custom,
tradition, and colonialism have influenced African elemen
tary school graduates to have contempt for manual labor in
the village and build their hopes on the white collar and
government jobs which are available in the cities.
This problem has been said to take its origin during
the colonial days when the various European powers that
colonized Africa embarked on educational policies partly to
9Archibald Callaway, "Unemployment Among African
School Leavers," Journal of Modern African Studies, Vol. 1,
No. 3 (May 1963), p". 354.
“
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give some education to native Africans who were needed as
clerical assistants and office boys for the colonial ad
ministrators.

In the colonial schools, only the so-called

"three R's," Reading, Arithmetic, and Writing, were taught.
Any African who could read or write the European language
was given a job in the white man’s office.

The office

regulations required him to wear clean clothes and some
times shoes, which made him look more like the white man
who was considered a genius as far as intelligence was
concerned.
Whenever the government or "white man's worker," as
he was popularly known, came home on leave or vacation, he
became the envy of the neighbors and sometimes the village
as a whole.

His enviable position induced other parents

to vow to give their children the white man's education.
This has been carried on for a long time.

During the colo

nial days the number and types of jobs which a literate
African could hold were increasing and multiplying faster
than the number of graduates the schools could turn out.
The building of new schools called for more elementary
school graduate teachers who were usually called village
teachers and headmasters.

So in the manner just described,

literacy or the completion of primary school has been asso
ciated with white collar or government work.
An interesting question that one could ask is
whehter the Africans have learned that elementary school
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graduation alone is not enough for the government job.
The answer is:

"Not quite."

That this is so is supported

by the Callaway survey research work in Nigeria just cited.
The researcher describes how the Nigerian "school
leaver"^ would leave the village for one of the big cities
in search of work.

In the city he may stay with his rela

tives, sometimes doing some domestic work for his room and
board.

He becomes a job applicant by first of all contact

ing people from his home and other friends from other
tribes.

The various government departments in the city as

well as government-owned corporations become his main
focus of interest.

Applications are also filed at the

personnel offices of private businesses but with less in
terest since our applicant does not have much hope in them.
Most mornings he may decide to learn one of the trades-carpentry, tailoring, or shoe making.

As an apprentice,

his training may last for about three to five years.

He

may receive some tools from his master and help from his
parents to become his own master and later start his own
business.
Not every school leaver ends up this way.

For those

who are unable to find a job or learn a trade the decision
to return home to the village is very difficult to make.
The folks at home are extremely unhappy about what they

"^The term "school leaver" is used to describe an
elementary school graduate in Nigeria.
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consider to be ill luck or punishment from the gods.

Some

fortune teller may sometimes be consulted.to find out the
reason for the bad luck.

If the job applicant is from an

area where land is plentiful and where cash crops are
grown he may go back to the farm.

Others, to quote Calla

way, have strong negative feelings:
"I cannot go back. To confess failure would be a
disgrace to myself and my family."H
Callaway’s account of this aspect of manpower prob
lem has been related here partly because most of his ex
perience was based on his Nigerian research and partly
because it enables one to gain more insight into the com
plexity of manpower problems in the country.

Though our

topic deals with labor shortages, there are, as Harbison
has indicated, also some areas of labor surpluses.
Other Writers on Manpower Problems
Elliot Berg. Some writers have tried to demonstrate
that there is a relationship between the manpower problems
in modernizing economies and their wage structures.

Berg

sees the ratio between the typical starting rate for a new
university graduate and the national minimum wage to be
about 11 to 1 in some of the African countries that he

■^Callaway, p. 356.

29

studied.

12

In addition to this structural wage differen

tial, Berg also points out the array of fringe benefits
enjoyed by university graduates and not shared by the less
educated workers both in government and private business.
The fringe benefits include:

free housing or housing at

rents far below market prices, car allowances and loans at
low interest for automobile purchases, extremely generous
vacation and leave allowance, free medical care and good
13
pension schemes.
In most instances, this results from
the colonial wage structure which was established before
independence for the expatriate personnel.

But after inde

pendence when the Africans took over the jobs formerly held
by expatriates, the high base rates as well as most of the
fringes tended to become absorbed into the wage structure.
Paying different rates for the same jobs was politically
unacceptable in the colonial environment.
The issue of wage differential which Berg has raised
here applies to Nigeria to a great extent.

The status and

pay that go with those jobs formerly held by the British
seem to be much higher than those that go with the jobs
traditionally held by the Nigerians.

This is true to a

greater extent with the jobs of technicians, work super
visors, foremen, research assistants, and others, even
12

Elliot Berg, "Major Issues of Wage Policy in
Africa," in Arthur Ross, ed., Industrial Relations and Eco
nomic Development (London: Macmillan iPress, 1966), p7 206.
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though the demand and supply conditions in the labor market
do not justify it.

The problem of paying the worker ac

cording to his level of education as represented by the
holding of particular certificates or degrees as opposed
to using other criteria such as contribution made, supply
and demand conditions is a major factor in the Nigerian
manpower problem.
Theodore Schultz and Alexander Peaslee. Two other
researchers worthy of mention in this review are Schultz
and Peaslee, who have also made important contributions to
manpower problems in the modernizing economies.
Schultz sees the problem mainly as that of the lack
of education and necessary skills which are needed for eco
nomic development.1^

In his opinion, capital absorp

tion by any country is very much influenced by the quality
and the quantity of educated and skilled human resources
that the country possesses.

Since many modernizing econo

mies lack this, they are really unable to absorb capital
investment in the form of aids and grants as quickly and
efficiently as they should.

Schultz’s suggestion for the

problem solution centers around more investment in human
capital as opposed to non-human capital.

The development

14Theodore Schultz, "Investment in Human Capital in
Poor Countries," in Paul D. Zook, ed., Foreign Trade and
Capital (Dallas: Southern Methodist University-l?ress,
'ifd],"p. 7.
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of skills and knowledge seem of primary importance to our
author.

This model as it stands could be applied to the

Nigerian case.

The major problem would lie with the need

for the creation of proper incentives which would attract
the right people to the right training or education for jobs
or occupations.
Peaslee's contribution also is in the area of worker
education.

This author suggests that if the educational sys

tem is not well planned, economic growth and worker produc15
tivity may suffer.
Peaslee's interest lies more on primary
education for all people of school age or, as he put it, 10
percent of the population before secondary education.

This

is so because this researcher thinks that "the crust of
custom"16 in traditional societies is not broken until a
significant segment of a culture has been introduced to a
more systematic means of acquiring and disseminating informa
tion about the production and distribution of goods.

Also,

according to Peaslee, the breaking of traditional, ineffi
cient word-of-mouth communication patterns by primary edu
cation brings new and more systematically informed sets of
actors onto the economic stage.

His study suggests in

addition that part of the reason India and Egypt have lowlevel per capita output was because they did not achieve
the 10 percent ratio of primary education before embarking
17
on extensive secondary and higher education programs.

15Peaslee, loc. cit.
17Ibid., p. 307.

16Ibid,, p. 298.
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Peaslee's model seems to have some merit in that it can
provide a useful guide to Nigerian manpower planners.
SOME FACTORS INFLUENCING THE DECISION OR MOTIVATION
OF CAREER SEEKERS TO JOIN,OR PARTICIPATE,
IN AN ORGANIZATION
The main purpose of this section is to examine both
the theoretical and empirical literature on the decision or
motivation to join in order to see if there is support for
the types of responses which we will obtain from the Ni
gerian career applicants studied.

The whole area of moti

vation to participate is very broad especially when the
numerous job factors influencing the decision to join are
considered.

However, the researcher is aware that the job

factors vary in different cultures depending on the level
of economic development, the standard of living of the
people, and the values attached to different factors.
Bearing this in mind, he will limit his review to those
factors which seem more relevant to the population or cul
ture being studied.
The Decision and Motivation to Join
March and Simon were among the earliest writers to
make distinction between the three different kinds of moti
vation or decisions that an individual has to make concern
ing his job--the decision to join, the decision to perform,
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and the decision to leave. 18

Of these three kinds of deci

sions, the decision to join or participate appears more
relevant to our study.

It is the core of what Chester

Bernard has called "organizational equilibrium"--the conditions of survival of an organization. 19 Equilibrium also
reflects the organization's success in arranging payments
to its participants adequate to motivate their continued
...
20
participation.

Several job factors have been either identified or
alluded to by different writers or theoreticians in the
area of motivation as influencing or being capable of in
fluencing motivational decisions.

The most frequently

mentioned variables include pay, prestige, the work itself,
opportunities for advancement and achievement, company
policy, and work group.
Pay and the Decision to Join. For many years stu
dents of organization theory and behavior have been dealing
with the role of money or pay in motivational decisions.
Some of the earlier writers, Frederick Taylor, for instance,
seemed to have attached great importance to the role of pay
while some others have tended to minimize it.

York:

However, an

18James March and Herbert Simon, Organizations (New
John Wiley and Sons, Inc., 1958), pT 82.
19

Chester Bernard, The Functions of the Executive
(Cambridge, Mass.: Harvard University Fress, 1938).
'
^March and Simon, p. 83.
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observer in today’s business organizations easily finds out
that regardless of the views of some contemporary scholars
toward the motivational impact of pay, money continues to
be taken very seriously as a motivator by organizational
practitioners.
An interesting question which students of organiza
tion theory have not satisfactorily handled is why people
still place so much emphasis on money even though when
asked, they tend to downgrade money's role as a motivator
in the business organization.

McClelland seems to have

provided one of the strongest explanations for this tendency. 21
tant.

He believes that money obviously is very impor

Work, unless it is volunteer or "play," involves a

contract between two parties "guaranteed" by the payment of
22
money.
Although psychologists may argue that the pay
imperfectly symbolizes the psychological realities of the
contract, the employee often thinks he is working for it
and the manager or employee often thinks he is using it to
get the employee to work, even if both are only partly
right.
Another reason which McClelland advances for why
managers go on thinking that money is a prime motivator is
23
that most of them are highly achievement oriented.

21

David C. McClelland, "Money as a Motivator: Some
Research Insights," The McKinsey Quarterly, Fall 1967.
22x.
.,
23T,
.j
Ibid.
Ibid.
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People who are achievement oriented are believed to attach
special significance to money because it tells them how
well they are doing.

They are known to be strong believers

in steeply increasing financial rewards for greater accom
plishments because they themselves are interested in some
concrete measure that will sensitively reflect their merit
u
j
24
badge.
Opsahl and Dunnette have also summarized the possible
roles that money or pay might play in influencing motiva25
tional decisions of individuals.
First, money could be a
conditioned reinforcer because it is usually associated
with such primary reinforcers as food, clothing and others,
A conditioned reinforcer would be a first-level outcome
that leads to a second-level outcome such as food.

Second,

money may act as an incentive which is perceived by an in
dividual as being capable of satisfying various Maslow-type
needs.

Third, money is interpreted as an anxiety-reducer;

it is a common characteristic of man to reduce anxiety, and
money, especially in a modernizing society, is associated
with anxiety reduction.

24McClelland, loc. cit.
2^Robert L. Opsahl and Marvin D. Dunnette, "The Role
of Financial Compensation in Industrial Motivation," Psycho
logical Bulletin, Vol. 66, No. 2 (August 1966), pp. 94-118.
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The Relationship Between Pay and Other Factors Which
Influence the Decision to Join. Some organizational prac
titioners have argued that pay alone can satisfy most of
the other factors which influence the decision of the indi
vidual to participate and perform in organizations.

This

is so because pay is said to have some economic, sociologi
cal, and psychological aspects.

Sociologically speaking,

pay serves as a symbol of status as well as a means to
purchasable ends.

In a developing economy such as Nigeria

the status of an individual is tied very closely to what he
does for a living.

His pay determines how many wives and

children he can support.

The number of wives and children

he has is within itself a status symbol.
The pay of an individual also helps him to satisfy
some psychological needs.
fected by his pay.

His perception of himself is af

The type of friends and associates he

may have may also be determined by his income.

The worker’s

political influence and power both within his organization
and outside of the organization may also be affected by his
pay.

In short, financial reward to a great extent affects

the political, social, and psychological life of the indi
vidual.

That this is true is further supported by a recent

study by Schappe about the needs of the production foreman
*
j
26
today.
7 ft

Robert H. Schappe, ’’Production Foreman Today: His
Needs and Difficulties," Personnel Journal, Vol. 51, No. 7
(July 1972), pp. 489-494.
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Schappe's study was a survey of 2,054 randomly se
lected first line supervisors directly involved in produc27
tion.
From a list of fifteen items supervisors were
asked to select the three which indicated what attracted
them most to supervision.

These were then ranked according

to total percentage per item.

The result of the survey is

presented in Table II-l.
TABLE II-1
Factors Attracting Individuals to Supervision
Factor

Percentage

1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.

More Money
Greater Responsibility
Challenge of More Difficult Job
More Security
A First Step to Management
Being a Member of Management
A Better Chance for Recognition
Being Able to Get People to Do Things
Being Able to Help Others
Greater Variety
More Independence
Being Looked Up To and Respected by
Co-Workers
13. More Status in the Community
14. Being Able to Do What the Boss Wanted
15. Something Else Not Shown on the List

63
45
44
41
38
16
9
7
7
5
4
3
2
1

Source: Robert H. Schappe, "Production Foreman
Today: His Needs and Difficulties," Personnel Journal,
Vol. 51, No. 7 (July 1972), p. 491.
The above finding seems to agree to some extent with
the responses given by Nigerian career seekers concerning
27

Schappe, p.

491.
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the factors most influential in their choice of career.

It

also shows that while the supervisory job is less attractive
to Nigerians partly because of its relative low pay in the
country, the job is attractive to the American supervisor
because of its relative high pay.

One job factor seems to

be of major concern in both countries, the relative pay
associated with the job.
THE ROLE OF THE SUPERVISOR OR FOREMAN
IN THE ORGANIZATION
So far this chapter has explored the general area of
manpower and the factors influencing the decision to join
in an effort to lay some theoretical and empirical ground
work for the research.

In this section he will look into

organizational literature in search of some insight into
the organizational role of the supervisor or foreman, the
main focus of attention.
The supervisory position is viewed by many, Haimann
and Hilgert, for instance, as one of the most’critical
levels in any organization, since it involves the super
vision of people in the day-to-day operations of an organization.

28

Also of importance here is the fact that to the

employees in his department, the supervisor is management.
To his own boss, however, the supervisor is the subordinate.
28
Theo Haimann and Raymond Hilgert, Supervision:
Concepts and Practices of Management (Cincinnati, Ohio:
South Western Publishing Company, 1972), p. 22.
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Toward the supervisors of other departments, he is a col
league, coordinating his efforts with theirs for the achieve
ment of the organization's overall objectives. In short he
is what Likert has styled the linking pin. 29 The organiza
tion is sometimes defined as a way of getting things done
through others.

If we can see any merit in this definition,

then there is no doubt that the supervisor occupies a key
or critical position in management.
The role of the supervisor in a developing economy
where the middle and top managers are very likely to be
foreigners or people from other cultures, is even more
crucial.

He, the supervisor, is the person in the middle
30
who has to "carry water on both shoulders."
He has to
always make certain that the job gets done.

To his em

ployees the supervisor must be a good leader and a good
boss with technical competence.

But he must also be a com

petent subordinate to the manager above him.
he must be a good follower.

In this role,

This kind of job definition,

therefore, calls for two important requirements to be met
by the supervisor.

First, he must have sufficient knowl

edge of the job he is to perform and should be technically
competent to accomplish the tasks assigned.

But the second

and more significant aspect of the supervisor's job is that

York:

29
Rensis Likert, New Patterns in Management (New
McGraw-Hill, 19617“!
30Haimann and Hilgert, p. 23.
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he must be a manager.

31

It is believed that the managerial

know-how of a supervisor usually will determine the effec
tiveness of his performance.
The Supervisor*s Technical Competence
A major requirement for the supervisor or foreman is
that he thoroughly master the specific, technical aspects
of the operation of his department.

This requirement, how

ever, becomes less important as the supervisor goes higher
in rank to, say, middle or top management.

Sometimes the

supervisor actually is the most skilled workman of his de
partment and may have been chosen because of his particular
technical skill, ingenuity, effort or for other reasons con
nected with productivity.

However, no matter for what

reason the supervisor has been selected, it is advisable
that the supervisor avoid "stepping in" and doing the job
himself except for the purpose of instruction or in an
emergency situation.
The Supervisor as a Manager
A statement often voiced by management scholars is
that the difference between a good supervisor and a poor
supervisor, assuming that their technical skills are
basically similar, is the difference in their managerial
32
ability.
The managerial functions of the supervisor are

3*Haimann and Hilgert, loc. cit.

3^Ibid., p. 24.
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essentially the same as Fayol's 33 functions of management
though his responsibilities within each of these functional
areas vary from very little to very much.

We will briefly

discuss these functions--planning, organizing, staffing,
directing and controlling.
Planning. One of the most important managerial
functions of the supervisor is planning.
ahead and preparing for the future:

This means looking

laying out in advance

the road to be followed and thinking about what and how the
job should be done.

It is believed that some aspects of

organizational planning such as policies are the responsi
bility of top management.

But procedures which usually are

departmental plans aimed at achieving the organizational
goals fall within the function of the supervisor.
Planning comes before the supervisor performs any of
his other managerial functions.

Yet, even as the super

visor proceeds with his other managerial functions, he con
tinues to plan, revising his plans and choosing different
alternatives as the need arises.

This is particularly true

as a supervisor evaluates the results of his previous plans
and adjusts his future plans accordingly.

Therefore, al

though planning is a primary function the supervisor will
continue to plan throughout the time that he performs his
33

See Henri Fayol, Industrial and General Administra
tion (London:
Pitman Press, 1930) . (Translated from tFte
original French version, Administration industrielle et
gdnlral, published in 1916. ]
'
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other managerial functions.
Organizing. The supervisor is often confronted with
the question of how the work will be divided and accom
plished.

In order to cope with this question he has to

define, group, and assign job duties.

He determines and

enumerates the various activities, and, at the same time,
he delegates the necessary authority for carrying out the
activities assigned.

Sometimes organizing also means de

signing a structural framework within which various duties
are performed, and deciding how they should be performed.
This means grouping of work and workers by jobs and depart
ments, allocating space, equipment and other resources,
and defining various relationships among them.

In perform

ing his organizing function, the supervisor makes sure that
the structural framework of his department fits into the
overall framework of the organization; he also clarifies
problems of authority and responsibility within his depart
ment.
Staffing.

Staffing is the managerial function of

recuiting new employees and determining whether there are
enough qualified employees to fill the available positions.
It involves the selection and training of employees and
the problems of promotion and performance appraisal.

Staff

ing also includes devising an appropriate system and rate
of pay.

Most of the specific activities involved in the
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staffing function are handled by personnel departments in
many companies.

However, the basic responsibility for

staffing remains with the supervisor.
Directing. Here we are talking of such supervisory
functions as guiding, teaching, motivating, and supervising
subordinates.

Elsewhere in the organizational literature,

this function is sometimes referred to as the leadership
role.

Directing is the day-to-day process around which all

supervisory performance revolves.

A supervisor usually

spends a large part of his time in directing his subordi
nates.
To accomplish this task effectively the supervisor
has to familiarize himself at least with the leadership
literature.

The earliest writers in the area of leadership

emphasized the fact that leaders are born and not made.
Under this theory, sometimes known as the trait theory, the
effectiveness of a leader depends on what he is, as opposed
to what he does.

Certain intellectual, social, emotional,

physical and personal characteristics of the individual
such as intelligence, supervisory ability, initiative,
self assurance and individuality are emphasized.^
Participative Leadership.

Another school of thought

popularly known as the behavior school believes that leaders
34
See Allan Filley and Robert House, M a n ; r i a l
Process and Organizational Behavior (Glenview,
.:
Scott Poresman and Company, 1969), p. 401.
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are made and not born.

Here the effectiveness of a leader

is believed to depend on what he does as opposed to what he
is.

According to the behavioral school, the leader will ob

tain different results if he behaves or leads in either an
autocratic or supportive (participative) manner.
In a recent study by Greiner on participative leader
ship, 318 managers were asked to rate certain leadership
characteristics in terms of effectiveness. 35 The result of
the finding is presented in Table II-2 and has been in
cluded here for readers to see what the experience of prac
titioners is as far as participative leadership is con
cerned.

The researcher would like to remark here that while

a leadership style such as the participative leadership may
work in one culture, it may be opposed or downgraded by
workers or subordinates in other cultures.

The reason is

that contrary to popular belief, many people in some cul
tures need the "strong man" to spur them to action.

He

feels that Nigerian workers are in this category.
Situational Theory.

A still more recent theory of

leadership suggests that leadership behavior is multidimen•TfL

sional.

According to Fiedler,

these dimensions are

35
Larry E. Greiner, "What Managers Think of Partici
pative Leadership," Harvard Business Review, Vol. 51, No. 2
(March-April 1973), pp. 111-117.
3^F. E. Fiedler, A Theory of Leadership Effective
ness (New York: McGraw-Hill Publishing Company, 106V).
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finite in number and can be discovered by the analysis of
leader behavior.

The pattern of behavior among different

dimensions is in large part determined by the position or
the job to which the leader is assigned.

The pattern of

behavior along different dimensions is affected as well by
the type of organization to which the jobholder is assigned.
TABLE II-2
The Ten Most Effective Leadership Characteristics

Rank

Percentage of managers
checking item
most effective

1. Counsels, trains, and develops
subordinates
2. Communicates effectively with
subordinates
3. Lets the members of the organization
know what is expected of them
4. Sets high standards ofperformance
5. Knows subordinates and their
capabilities
6. Gives subordinates a share in decision
making
7. Stays aware of the state of the organiza
tion’s morale and does everything
possible to make it high
8. Keeps subordinates informed of the true
situation, good or bad, under all
circumstances
9. Is willing to make changes in ways of
doing things
10. Expresses appreciation when a subordi
nate does a good job

56.5
44.7
37.9
35.4
28.0
27.4

26.7

24.3
21.8
21.1

Source: Larry E. Greiner, "What Managers Think of
Participative Leadership," Harvard Business Review, Vol. 51,
No. 2 (March-April 1973),p T T O n
"
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Situational theory sees these three conditions as
the determinants of the leadership style to be used by the
supervisor or leader: 37
(1) The leader’s personal relationship with members of
the group.
(2) The formal power or authority which his position
provides.
(3) The degree of structure in the task which the group
has been assigned to perform.
Situations high on all three of these components are
considered favorable for the leader because (a) he can
usually expect support from members, (b) he can enforce his
will with the legitimate power or legal authority of his
position, and (c) a structured and clearly defined task can
be easily delegated, controlled, and evaluated by all members of the organization. 38 In addition, an autocratic
leadership is considered most effective when the situation
is either highly favorable or unfavorable.

When the situa

tion is moderately favorable or moderately unfavorable, a
more lenient or permissive and considerate attitude is asso
ciated with high performance.

The situational theory can

be very useful in recommending leadership style for Nigeria
and other modernizing economies.

■^Filley and House, p. 410.

^ Ibid.
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Controlling. Controlling can be defined as determin
ing whether or not plans are being met; whether or not
progress is being made toward objectives; and acting, if
necessary, to correct deviations and shortcomings.

In

short, the supervisory function of controlling involves
those activities that are necessary to make certain that
objectives are achieved as planned.

Here again one can see

the importance of planning as the first function of the
supervisor.

It would not be possible for a supervisor to

check whether or not work was proceeding properly if there
were no plans against which to check.
Some Abilities Considered Necessary
to Carry"Out these Supervisory Functions
Ability to Communicate. An important ability which
the supervisor will find of immense help is the ability to
communicate with others.

In managing his department, the

supervisor must explain and discuss the arrangement of work.
He must give directives.

He must describe to each employee

what is expected of him.

He will need to speak to his em

ployees regarding their performance.
aspects of communication.

All of these are

There are probably little or no

supervisory functions that can be accomplished without com
munication.

Some supervisors may be competent, technically

knowledgeable, and well mannered.

Nevertheless, these

supervisors may not achieve the desired results because
they are not good communicators.

They lose touch with
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their employees because they fail to communicate effec
tively.
Ability to Coordinate. Another ability which is
vital to the supervisor is the ability to coordinate.

Co

ordination as a supervisory function is sometimes included
in the directing function.

Coordination means the super

visor's capability to orderly synchronize the efforts of
his workers to provide the proper amount, timing, and
quality of execution so that their organized efforts lead
to the accomplishment of the stated objectives of the enter
prise.

In this sense coordination is brought about when

the supervisor performs his five managerial functions
appropriately. 39
A mistake often noticed in the literature is the
confusion of coordination with cooperation.

Actually,

there is considerable difference between the two.

Coopera

tion indicates the degree of willingness of individuals to
work with and help each other.

It is the result of the

voluntary attitudes of a group of people.

Although co

operation is always helpful and the lack of it could pre
vent all possibility of coordination, its presence may not
assure coordination.
Other abilities considered necessary would depend
i

on the job description of the supervisor or foreman.
39

Haimann and Hilgert, p. 36.

For

t
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instance, where the supervisor deals frequently with a
labor union, some skill in labor negotiation may be neces
sary.

Likewise, in an underdeveloped country the super

visor has to do a lot of counseling with workers who are
being exposed to industrial labor for the first time in
their lives, consequently the supervisor may need to have
the ability to counsel.
Application of the Review of the
Literature on Supervisory RoTe
to the Nigerian Case
This review of literature has been aimed partly at
bringing out the necessary abilities and skills needed for
the performance of the supervisory job.

The job require

ments and description discussed so far call for a selection
procedure which will assure that the job will be properly
done.
The selection procedure in this case may mean more
than promoting workers on the basis of skill or technical
competence alone.

The managerial aspect of the supervisor's

job is very necessary not only for the job performance but
also for the growth and advancement of the supervisor to
higher managerial positions.

The opportunity for advance

ment may be a factor which could influence people with the
necessary abilities to go into supervisory positions.
In a country like Nigeria, the danger in the selec
tion of the supervisor personnel on technical grounds alone

can be seen in the feelings of dissatisfaction expressed by
business men over the job performance of the foreman or
supervisor.
Selection of the supervisory personnel from within
the rank and file workers is probably a good practice.

But

in a country where the good high school graduates usually
go on to college either locally or abroad and where the
type of industrial job applicants with high school educa
tion or less are usually the below average students, the
danger of promoting only the mediocre workers to the super
visory job is apparent.
Given the situation described above, the attraction
of suitable personnel for the supervisory job may call for
the use of well validated batteries of tests as well as the
building'of the right incentive.

The supervisory role in

Nigerian companies where the majority of the higher manage
ment positions are occupied by foreigners is indeed more
demanding than that which a typical mediocre applicant can
cope with.

The enormous communication problems, the need

for motivating rural subsistence farmers to adjust to fac
tory and urban or industrial labor, are complicated prob
lems which only those who have the necessary abilities to
benefit from the supervisory training and development pro
grams can handle.
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SUMMARY AND CONCLUSIONS
Throughout this chapter the researcher has tried to
review the literature related to the topic.

The discussion

was organized under three major headings, the role of man
power development and training in economic development,
some factors influencing the decision or motivation of ca
reer seekers to join or participate in an organization and
the role of the supervisor or foreman in the organization.
Regarding the consequences of manpower development
and training on economic development, the chapter discussed
a number of different points of view expressed by various
writers.

Lewis viewed the manpower problems of the develop

ing countries as that of surplus labor in the subsistence
sector.

He suggests the use of cheap labor from this sec

tor at subsistence level wage as a possible solution.
Harbison, on the other hand, suggests that the prob
lems can be broken down into areas of shortages and sur
pluses and recommends more investment in higher education
as well as the building of proper incentives as the solu
tion.

Peaslee sees the problem as that of poor educational

base as evidenced in the absence of compulsory and free
primary education in many developing countries.

Schultz

also suggests that more investment in human capital than in
nonhuman capital is needed to enable the developing nations
to absorb foreign aids.

Callaway gives an account of how

tradition and colonialism have influenced educated people

I
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in the developing countries to aspire for white collar jobs
with a lot of contempt for manual and blue collar jobs.
And, finally, Berg suggests that the wage structure in the
developing countries of Africa accounts for the shortage in
some of the industrial occupations.
The review of the literature on the motivation to
join or participate in an organization led us to suggest
that of all job factors, pay plays a very important role.
We saw that contrary to the assertions of many organiza
tional scholars, the organizational practitioners still
place a great deal of weight on pay.

A major reason for

this is probably because of the fact that money is seen as
a way of satisfying many social, political and psychologi
cal needs.
The literature on the role of the supervisor in the
organization suggests that the supervisory role is a key
and vital one in any organization.

The supervisor being a

member of the work group as well as a member of the manage
ment group serves as a linking pin within the organization.
His job calls for both technical and managerial com
petence.

Among his managerial functions it was pointed

out that planning, organizing, controlling, staffing and
directing are very important.

Carrying out these func

tions calls for some abilities in leadership, communication
and coordination.

i
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This review of related literature has, among other
things, been undertaken for the purpose of generating most
of the hypotheses to be advanced in the next chapter.

i

CHAPTER III

RESEARCH DESIGN
In this chapter, the methods, techniques, and de
vices applied in preparing, administering, coding, and ana
lyzing the questionnaires will be discussed.

Also, to be

explained are the methods of selecting the population and
their subjects as well as their occupations and their
academic areas.
The two related studies being discussed here were
conducted in Nigeria between December 1973 and March 1974.
The researcher conducted the major study and about one-half
of the preliminary study himself.

Some aspects of the re

maining half of the preliminary study were completed by two
college students employed by the researcher in Lagos, Ni
geria.

The primary data for this research were collected

through the questionnaire technique.
tionnaires were used.

Two different ques

One, an inquiry into the state of

foremanship and supervisory personnel in Nigeria, is being
referred to here as the preliminary study. The other, an
inquiry into the factors influencing the choice of career
by Nigerian students, is referred to as the major study.
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PRELIMINARY STUDY
Before getting into the key issue in the major study
it was decided to first establish the problem more firmly by
collecting some primary data to substantiate whatever secon
dary evidence was available.

This was accomplished by

means of a questionnaire survey study, an inquiry into the
state of foremanship and supervisory personnel in Nigeria.
The objective of the study, among others, was to
obtain the assessment of company executives, middle managers,
foremen and supervisors, government officials and university
educators as to whether Nigeria had a shortage or surplus of
suitable foremen and supervisors.
Selection of Population
One of the characteristics of underdevelopment is
the high concentration of the modern sector in a few cities
which have the necessary advantages for industrialization.
Lagos, the capital of Nigeria, happens to have most of the
advantages which business men are interested in.

Since it

is the seat of the federal government, there is easy con
tact between business men and government officials.

Its

transportation advantages include the fact that it has the
most important sea and air-ports in the country as well as
a network of public and private transportation systems
which make the inhabitants more mobile than their counter
parts in the other parts of the country.
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Another factor leading to the attractiveness of
Lagos to business is its large market and its proximity to
Ibadan, the largest city in West Africa.

Of still more in

terest to foreign entrepreneurs is the fact that Lagos is
a cosmospolitan city.

Many more foreigners and people of

different races live in this city than in any other city
in Nigeria.

It is often said that Lagos is "no man's land"

and, until recently when it was given the status of a state,
the city was never a part of any regional government.

It

had its own self government which was similar to that of
the District of Columbia in the United States.
Because of the relative importance of Lagos, every
important business organization has either a branch office,
headquarters or both in the city.

For quick and easy

access to the business organizations considered suitable
for the preliminary study, the companies in Lagos were
used.

A list of such companies was made available by the

Nigerian Institute of Management.

It is composed of 152

companies, all with headquarters in Lagos, and branches or
subsidiaries in other Nigerian towns.

Each of the compa

nies had at least 100 employees, and when we were adminis
tering the questionnaires, we learned that many of the re
spondents had come to the Lagos headquarters after working
for some time in their branch offices in other cities.

The

researcher was also informed that the list had been utilized
in other manpower studies in Nigeria.
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Sixty different companies were randomly selected
from the list of 152 companies received.

The method of

randomization used is considered quite reliable though very
tedious.

The name of each of the 152 companies used was

written on a small piece of paper which was folded and put
in an open basket.

Ten college students were asked to

select one folded piece of paper, bearing the name of one
company, from the basket.
consecutive times.

This was done in turn for six

The researcher made sure that the pieces

of paper were shuffled and then reshuffled six times without
replacement.

The companies whose names were so chosen were

then used for the preliminary study.
Selection of Subjects
In order to investigate the state of the foremanship
and supervisory personnel in Nigeria it was decided that the
best people to ask would be those who were either doing the
work themselves or were directing those who were doing the
work.

Also considered helpful were those governmental of

ficials, university professors and business men who either
read or wrote reports on the state of the different cate
gories of labor in Nigeria.

With these assumptions in mind,

this researcher used company executives, middle and lower
managers--foremen and supervisors in the companies studied-in addition to some university educators and manpower offi
cials working for the government.

The total number of
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subjects used for this study was around 200.
Company Executives.

In practically all of the compa

nies used in this preliminary study, a company executive
who was familiar with the job of the supervisor and foreman
completed a questionnaire.

The majority of the respondents

in this category were foreign businessmen.

On the whole,

the company executives constituted about 23 percent of all
respondents.
Middle Managers. Another category of respondents was
comprised of those business managers, Nigerians and for
eigners, who did not have the responsibilities of the com
pany executives.

Some of the respondents in this cate

gory, especially the Nigerians, preferred to be referred to
as top managers.

This was so because some of these middle

managers attained their status through political pressure
from the federal government.

The law requires foreign-

owned businesses to promote Nigerians to executive and top
management positions.

Very often these Nigerian managers

are given top positions in name only with very little re
sponsibility.

They like to think of themselves as com

pany executives, but cannot because of the peripheral
nature of the role they play in the organization.

Still

some others in this category preferred to be called busi
nessmen.

About 22 percent of all respondents fall within

this category.
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Foremen and Supervisors. These were lower level
managers, mostly Nigerians.

About 41 percent of all re

spondents fell within this category.

As a group, they

apparently seemed more enthusiastic about completing the
questionnaire.

A number of them suggested that the result

of certain portions of the questionnaire, especially the
part referring to pay and training, be made available to
their companies and the government upon completion of the
study.
Government Officials. A number of federal govern
ment ministries participated in manpower planning in
Nigeria.

The most important ones are the ministries of

labor, education and economic development.

Within the

ministry of economic development, a board known as the
federal manpower board is actively engaged in manpower
projections, surveys and studies.

A number of the offi

cials of this board demonstrated a great deal of knowledge
of the Nigerian labor problems in the course of our dis
cussions with them.

The researcher requested that they

complete the questionnaire.
Some officials in the other two ministries also
demonstrated adequate knowledge of the problem under inves
tigation.
tionnaire.

They were also requested to fill out the ques
The government and other manpower officials

used in this study constituted about seven percent of all
respondents.
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University Professors. Contributions have been made
by Nigerian institutions of higher learning toward the man
power and economic development planning.

Because of the

familiarity with out problem, input from the universities
was solicited.

Of the six universities in Nigeria, three

were randomly selected for this study in a method to be de
scribed later in the discussion of the major questionnaire.
The three universities selected were visited by the re
searcher.

A letter of introduction was presented to the

deans of the colleges of business.

The deans, in turn,

contacted the appropriate professors and requested them to
fill out the questionnaire.

About six percent of all re

spondents were university professors and educators.
Development of Study Questionnaire
The structuring of the questionnaire for a study of
this nature in a developing country always presents some
problems.

The first is the feeling noticeable among both

the employers and employees that giving out unfavorable
information about a company by its employees is wrong, and
therefore, if discovered, should jeopardize the employee's
career with the company.

The same arguments hold for un

favorable statements or criticisms of the government or its
officials, especially where the military is in command.
The other is the language problem.

In Nigeria,

English is the official language, but there is also a
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second or third language for every indigenous employee.
Sometimes the employee may possess only a poor working
knowledge of the English language, and unless it is ex
pressed in a very direct, simple and straightforward manner
it is easily misconstrued.
Bearing these two major problems in mind, this re
searcher set out to construct a questionnaire that would
control them.

First he had access to a number of question

naires which had been used for research by the Nigerian
manpower board and the center for management development
in Nigeria.

Then two letters of introduction were prepared

to go with the questionnaire.

The first, written by the

researcher's major advisor, Dr. Leon Megginson, introduced
the researcher to the business organization, institution
or governmental agency being studied.
this letter were prepared.

Two versions of

One was addressed specifically

to the permanent secretary or head of the government
ministry or institution concerned, and the other was ad
dressed to whom it may concern.

These letters were very

helpful in obtaining the cooperation of those concerned
because of the tremendous prestige which a letter written
and signed by a native American official or university
professor carries in Nigeria.

The two versions of the

letter are attached to the appendix.
The other letter written by the researcher as the
first part of the questionnaire was aimed at persuading
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the respondents that the study was entirely anonymous and
not connected with any government or business in Nigeria or
abroad.

This helped to instill in the minds of the re

spondent that his honest response and cooperation would in
no way be used against him.
Collection of Demographic Data. After presentation
of the researcher's letter just described, five direct
questions were asked in the questionnaire to collect the
demographic data.

Since many Nigerians were known to be

shy or unwilling to tell their ages, their age group was
asked for rather than their exact age.
a total of six different age groups.

In all, there was
The question on occu

pation was drawn in such a way that even those who had
positions, but not the necessary responsibility to'accom
pany them, had more than one choice to make.
Respondents' Familiarity with the Job of the Super
visor, or Foreman. The next four questions were aimed at
obtaining the respondent's familiarity with the job of the
foreman or supervisor either in his company, the country
as a whole or both.

Some of the respondents stopped at

question number 6 after checking "No" to the question ask
ing whether they were familiar with the job of an indus
trial or business foreman or supervisor.

Questionnaires

uncompleted beyond question number 6 were rejected due to
the fact that the respondents lacked familiarity with the
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job under investigation and thus could not answer the
necessary questions.
The two last questions, number 10 and number 11,
invited the opinions of respondents regarding possible
solution to the problem as well as the means of financing
the suggested

solution.

Finally, space was provided for

any comments or suggestions which the respondents would
like to make about the questionnaire.
Administration of the Questionnaire
Before leaving the United States for Nigeria it was
planned to distribute the questionnaires to the respondents
to be filled out at their leisure and then mailed back to
the researcher as they were instructed to do in the intro
ductory letter.

But on arrival in Nigeria, some adminis

trators at the Nigerian Institute of Management in Lagos
expressed strong doubts that the questionnaire would ever
be returned if distributed as the researcher had originally
planned.

In addition, after inquiring at the Lagos General

Post Office, he discovered that the cost of mailing the
questionnaire back to the United States by airmail would be
approximately a dollar per questionnaire.

Alternative

mailing by sea would take more than two months to arrive.
In the light of this complication, he rented a car
and decided to distribute the questionnaires in person and
insisted on having them completed before he left the
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company.

On the whole, 50 companies, three universities,

and three federal ministries were visited by the researcher
and two assistants.

In every company visited, the re

searcher presented the letter of introduction and requested
to see the company executive, the middle managers, and the
foremen and supervisors.

In some companies assistance was

received from some office messengers who helped in the dis
tribution of questionnaires.

In a number of instances the

researcher had to make two trips, one in the morning and
the other in the afternoon, in order to collect the com
pleted questionnaires.
Because the researcher could not visit all of these
50 companies by himself, two college student assistants
were employed to distribute the questionnaire in 37 com
panies.

They followed the same technique used by the re

searcher.

After collecting the questionnaire, the student

assistants mailed them to us according to our instruction.
Techniques of Data Analysis
The completed questionnaires were first coded in a
format suggested by the computer science center at Southern
University, Baton Rouge, Louisiana.

The coding was done by

the researcher and then counter checked by a student worker
at the Computer Science Center.

The keypunching was done at

the Southern University Computer Science Center, rechecked
there for errors before being sent to the Louisiana State
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University Department of Experimental Statistics where it
was further rechecked.
Since the main purpose in the preliminary study was
to seek some primary support for the problem of the re
search, it was decided that the computation of the fre
quency distribution for the responses would be both appro
priate and sufficient.

The key question was the number 7

question which asked the respondents to use their best
judgment in assessing whether Nigeria had an adequate
supply of supervisors and foremen.

Though the answer to

this question would amount to an expression of personal
opinion, it was felt that where the overwhelming opinion
seemed to be either positive or negative, then the re
searcher should have a strong basis to supplement other
secondary evidence obtained.

However, all the possible

responses in the questionnaire were analyzed by the compu
tation of a frequency distribution.

The results and the

analysis are presented in Chapter IV.
MAJOR STUDY
This section discusses the research design of the
major study.

As indicated, the study was completed through

the questionnaire technique.

The questionnaires were dis

tributed to approximately 300 high school and college
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juniors and seniors.

The 102 high school students were

registered in three metropolitan high schools located in
Lagos, Nigeria--King's College (High School), Lagos City
College (High School), and Zik's Grammar School.

The col

lege juniors and seniors numbered 200 and were registered
in three Nigerian universities--Lagos University, Ibadam
University, and the University of Nigeria at Nsukka.
Selection of Population
The choice of the research universe for the major
study posed some problems.

Again, the major problem was

connected with underdevelopment.

The familiarity of the

subjects with the jobs of the foreman or supervisor was a
key question in the study.

If this question received a

negative response, then the respondent was disqualified.
Since about 75 percent of the Nigerian workers classified
themselves as farmers, it meant that the probabilities of
getting high school respondents who were familiar with the
job under study would be greater if the respondents were
living in industrialized cities.
Again there was the possibility that certain charac
teristics of the city such as size, standard of living and
the degree of industrialization would influence the re
spondent's rating of the job of the supervisor or foreman.
If the high school used were located in a remote village
which drew its students from the surrounding villages,

there was a probability that most of the village high
school students would be naive about the job under study.
In order to control for all possible intervening
variables which could be caused by the size and nature of
the city where the high school was located, the writer se
lected the high school subjects from the nation’s capital,
a city more industrialized and cosmopolitan than any other
city in the country.
The selection of college students posed fewer prob
lems because of the fact that Nigerian university environ
ments are quite similar and also the fact that many of the
students were adults who had worked in big cities either
before enrolling in the university or during their long
vacations.

Also the fact that the researcher used students

taking business and economics courses helped to increase
the probability of the respondent’s familiarity with the
job under study.

For the reasons given above, he selected

the college population from a random sample of the three
Nigerian universities rather than just one.
It might be appropriate here to explain the decision
to limit the population to high school and college juniors
and seniors.

The researcher excluded some other groups

of students, for instance, the technical school students,
for a number of reasons.

For one thing, the Nigerian tech

nical and trade school students as a group are considered
different from the secondary and college students as far as
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the level of intelligence or academic ability is concerned.
The universities in Nigeria select their candidates out of
competitive examinations.

At the end of the high school

education, the better students are absorbed by the universi
ties in Nigeria and abroad with the help of scholarship pro
grams.

The below average high school graduates are the

ones that usually find their way into technical schools and
the low level jobs in the factory or other business enter
prises .
A situation such as the one described is being sug
gested as a possible explanation for the poor performance
of Nigerian foremen and supervisors.

As a group they are

selected from candidates who are usually below average in
academic performance and, therefore, cannot get into the
more challenging or competitive institutions or training
programs.

The same reasoning applies to the trade school

students.

These are students who were unable to pass the

entrance examination to high school because of below aver
age intelligence.

In Nigeria, admission into the high

school after the completion of the elementary school is
dependent upon the passing of the common entrance examina
tion conducted by the state ministry of education.
As it is suggested in a later chapter that companies
use some kind of test in the selection of candidates to be
trained as foremen and supervisors, it is suspected such
tests may eliminate many of the trade school and technical
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school graduates in favor of some other more capable candi
dates . As they are very likely to be

eliminated, it was

considered more appropriate to use as

subjects those stu

dents from whom it is suggested that future Nigerian super
visors and foremen be selected.
Selection of Subjects
The High School Subjects. The 102 city high school
students used were registered in three high schools ran
domly selected from a list of six considered appropriate
for the study.

The student bodies of these high schools

were inter-tribal in nature.
The method of randomization was similar to that al
ready described in the preliminary study.

The names of

these six cosmopolitan high schools were written on six
different pieces of paper.
in a basket.

These were then folded and put

Three students were asked to dip their hands

into the basket and take any piece of paper they could
reach.

The three schools so selected were used in the

study.
Once the high schools had been chosen it was decided
to use only juniors and seniors registered in economics
classes.

The rationale behind this decision was based on

two factors.

One was the fact that the juniors and seniors

were nearing the completion of their courses and, there
fore, might have started to make preparations for the
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immediate future.

The other reason was the fact that the

introductory economics courses they were taking covered
some knowledge of business enterprises which we thought
might aid their familiarity with the job under study.
The University Subjects. Respondents from the uni
versity were approximately 200 juniors and seniors regis
tered in three Nigerian universities randomly selected from
a list of six.

These juniors and seniors were also regis

tered in business and economics courses though their area
of specialization were quite varied and inclusive of most
of the areas of specialization in the universities.

The

method of randomization is also similar to that already
described above for high school subjects.

The same ra

tionale behind the choice of high school juniors and
seniors was also used in the selection of the college re
spondents .
Development of Questionnaire
The questionnaire for the major study was also devel
oped after a careful study of similar questionnaires by the
Nigerian Institute of Management.

Again, the writer tried

to control language or communication ambiguity by structur
ing straightforward questions.

The first page of the ques

tionnaire contained a letter written by the researcher in
a manner similar to that described in the preliminary
study.

The respondents were told that the study was
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anonymous and their cooperation and assistance were re
quested.
Collection of Demographic Data
Following the opening letter was a group of six
questions aimed at obtaining some biographical data.

Here,

again, age group was asked for in order to avoid incomplete
responses from respondents who would be shy or unwilling to
tell their ages.

Other questions were asked in such a way

that the identity of the respondent was not disclosed.
The Ranking of Factors Influencing the Respondents'
Choice of Career. The next five questions were aimed at
obtaining the respondents' educational and career objec
tives as well as the factors influencing their choice of
career.

It must be pointed out here that the main reason

behind asking the respondents to rank the importance of
some job factors to them was to determine whether pay and
prestige would be considered significant factors.
not all the possible job factors were studied.

Thus

For in

stance, the parental occupational background was not in
cluded because while about 75 percent of all Nigerians are
engaged in agriculture, that variable would not have been
significant in this study.

The Pay and Prestige Rating of the Job of the Super
visor or Foreman. The two last questions asked for the re
spondents’ familiarity with the job of the foreman or super
visor and their rating of the job on these two factors.
The possible responses to the rating question were worded
in such a way that the respondents would not feel any inhi
bition in responding.

Finally, the questionnaire ended

with a request for any comment from the respondent concern
ing the questionnaire or the' idea behind it as stated in
the title.
Pretesting of the Major Questionnaire
Since there were a number of Nigerian students in
Baton Rouge, Louisiana, it was possible for us to pretest
the major questionnaire on these students before making
the final format.

The pretest was mainly aimed at removing

any ambiguity or phrases which would preclude a respon
sible answer.

It was administered to the 10 Nigerian stu

dents attending Southern University and Louisiana State
University.

The students were requested to make any criti

cisms or suggestions they thought could improve the ques
tionnaire.

Their response to the research instrument was

quite favorable.

There were a few comments and criticisms

which enabled us to develop the final format.
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Technique of Administering
the Questionnaire
As in the case of the preliminary study we had origi
nally planned to have the respondents mail the questionnaire
back to us on completion.

But after learning that this

technique was unsatisfactory for reasons already stated in
the preliminary study it was decided to distribute the ques
tionnaires in person and request or insist that they be
filled out while the researcher waited.
The letter of introduction written by the researcher's
major professor was again of immense help in obtaining the
cooperation of the appropriate high school and university
authorities.

Upon presentation of the letter, the researcher

had no problem getting the consent and support of high
school principals and the deans of colleges of business se
lected, to use the classes that he asked for.

Both the

classroom teachers and students were enthusiastic and co
operative also.
Techniques of Analysis
The questionnaires were coded with the help of the
computer science department at Southern University.

The

researcher did the actual coding, which was checked for
errors by a graduate student.

The keypunching of data was

done at the Southern University Computer Center before
being sent to the Department of Experimental Statistics at
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Louisiana State University where it was checked again before
the necessary statistical programs were written.
The first part of the analysis consisted of computa
tion of the frequency distribution of all the responses for
questions 11 and 12 of the questionnaire across such
variables as age, sex, tribe, school, and career.

This

gave us an overview of both the order of ranking the job
factors and the pay and prestige rating of the job of the
supervisor.

Further statistical analyses were done for the

purpose of testing the research hypotheses.
Hypotheses
The following hypotheses were advanced and tested in
an effort to verify the major research findings.

They were

based upon logic and the review of related literature.

The

procedures for testing are described here while the actual
steps and calculations are included in Chapter IV.
1. Pay is a significant factor influencing the re
spondents' choice of career.
2. Status or prestige is a significant factor in
fluencing the respondents' choice of career.
3. There is a significant relationship between the im
portance that subjects attach to pay in their choice
of occupation and their pay rating of the job of the
supervisor or foreman.
4. There is a significant relationship between the im
portance that subjects attach to status or prestige
in their choice of occupation and their prestige
rating of the job of the supervisor or foreman.
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5.1. Age is a significant factor in the respondents’
rating of the job of the supervisor or foreman.
5.2. Tribe is a significant factor in the respondents'
rating of the job of the supervisor or foreman.
5.3. The type of school the subjects attend is a sig
nificant factor in their rating of the job of the
supervisor or foreman.
5.4. Sex is a significant factor in the subjects'
rating of the job of the supervisor or foreman.
5.5. The academic classification of the subjects is a
significant factor in their rating of the job of the
supervisor or foreman.
5.6. The subjects' major field is a significant factor
in their rating of the job of the supervisor or
foreman.
5.7. The subjects' career plans are a significant factor
in their rating of the job of the supervisor or
foreman.
Procedure for Testing the Hypotheses
In this section a description of the procedures fol
lowed in testing the hypotheses is given.

The actual steps

and calculations involved including the assumptions, the
rejection region and the level of significance are presented
in Chapter IV.
The first two hypotheses were aimed at testing the
significance of pay and prestige as factors influencing
the Nigerian career planners.

This was accomplished by:

(a) computing both the expected and actual pay and prestige
ranking, and (b) performing tests of null hypotheses at .05
level of significance.

The details of the method used in

in computing both expected and actual pay and prestige
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means are also presented in the next chapter along with
the results of the tests.
The third and fourth hypotheses were aimed at seek
ing possible relationships between the respondents’ ranking
of pay and prestige as factors influencing their choice of
career, and their pay and prestige ratings of the job of
the supervisor or foreman.

In order to obtain the total

and separate ratings for pay and prestige, a weighted index
was attached to the responses according to what was con
sidered to be their relative importance by Nigerian stan
dards.

The following weighting index was used:
Very favorable response
Favorable response
Partly favorable response
Very unfavorable response
Unfavorable response

2

1
.5
-2
-1

Using this weight index we determined that the maxi
mum total favorable rating points was 9--6 for pay and 3
for prestige, whereas the minimum total unfavorable rating
was -6-- -4 for pay and -2 for prestige.

The correlation

between job factor ranking and pay and prestige rating was
calculated through the Pearson Product Moment correlation
technique.

The details of the calculations are presented

in the next chapter.
The fifth hypothesis and its seven subhypotheses were
aimed at determining the influence of the seven variables-age, tribe, school, sex, academic classification, major
field and career--in the respondents’ job rating.

This was
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accomplished through the analysis of variance technique.
The details are also presented in the next chapter.
SUMMARY AND CONCLUSION
In this chapter the writer has described the re
search methodology used in the two related studies.

These

studies have been referred to here as the preliminary study
and the major study.

The preliminary study, which was done

through the questionnaire technique, was aimed at obtaining
the primary data to establish the problem of our main topic.
It was conducted in 50 Nigerian companies, three federal
ministries, and three universities which were randomly se
lected.

The subjects used included company executives,

middle and lower managers, university professors, and man
power officials.

The results were analyzed through the

computation of the frequency distribution of the various
responses across age, sex, and occupation.
The major study, which was also accomplished through
the questionnaire technique, was aimed at obtaining the
respondents' ranking of certain job factors and their pay
and prestige rating of the job of the supervisors or fore
men.

Three Lagos high schools and three Nigerian universi

ties were randomly selected for this study.

The subjects

used were high school and college juniors and seniors
registered in business and economics courses.

The result
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was analyzed through the use of tests of null hypotheses,
Pearson Product Moment correlation technique, and the
Analysis of Variance technique.
This entire chapter has been designed to provide the
reader with an insight into the methods and procedures uti
lized in obtaining the research results which form the sub
ject matter of the next chapter.

CHAPTER IV

ANALYSIS OF DATA AND THE TESTING
OF HYPOTHESES
The purpose of this chapter is to present the find
ings of the research studies and to test the hypotheses
advanced in Chapter III.

The findings of the preliminary

study will be presented first to be followed by the results
of the major study and the testing of hypotheses.
The main point being made in this research is that
because the pay and prestige attached to the job of the
foreman or supervisor are unfavorably perceived by career
seekers, Nigerian business organizations cannot attract
the qualified or talented people needed for the job.

In

other words it is being suggested that given the present
wage structure in Nigerian business organizations, only the
less talented job applicants are attracted to the job.
It is not being suggested here that the low pay and
prestige rating -are the only factor responsible for
the shortage of suitable foremen or supervisors.

Other

factors, such as the method of training, the availability
of training facilities, and other possible causes also have
an effect.

The measurement of these other factors is
79
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outside the scope of this research.

THE RESULTS OF THE PRELIMINARY STUDY
The findings from the preliminary study are presented
in Tables IVA-1 through IVA-3.

Table IVA-1 shows the per

centile frequency distribution of the opinions of respond
ents on the nature of supervisory and foremanship personnel
problems in Nigeria.

The percentage of all subjects as

well as all the males and females responding "Yes" or "No"
to each of the responses, 1-12, is shown on the appropriate
column.

The responses have been grouped into four:

(1) responses based on Nigeria as a whole; (2) responses
based on the respondent’s company; (3) suggestions for im
provement, and (4) sources of financing.
Table IVA-2 is the analysis of these four groups of
responses from company executives, middle managers, and
supervisors.

In Table IVA-3 the analysis of the responses

from university educators, government officials and other
respondents whose occupations were not given is presented.
As one can tell from the three tables, the study
overwhelmingly supports our suggestion that Nigeria does
not have enough adequately qualified supervisors and fore
men.
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TABLE IVA-1
Opinions of All Respondents on the Nature of Supervisory
and Foremanship Personnel Problems

Nature of Response

Type and Percentage
of Respondents_____
^ All
Male
Female
Respondents
Yes No Yes No Yes No

Responses Based on Nigeria as
a'Whole:----- ----- ------1. Nigeria has adequate supply

of supervisors and foremen
Nigeria has shortage of
supervisors and foremen
Nigeria has surplus super
visors and foremen

2

98

4

96

25

75

98

2

96

4

93

7

1

99

1

99

0

100

98

2

98

0

100

4

96

4

93

7

6

94

6

75

25

98

2

97

3

100

0

54

46

53

47

0

100

92
21
91
10

8
79
9
90

92
12
92
10

8
88
8
90

100
0
50
25

0
100
50
75

Responses Based on Respondents
Company1
4. Supervisors are adequate in
2
number, training and skill
5. Qualified supervisors are
not enough
96
6. Present holders of job not
94
qualified
Suggestions for Improvement:
7 . More institutions for
training supervisors
8. Up-grading supervisor's
salary
Sources of Financing:
9. The federal government

10. The state governments
11. The company
12. The supervisor student

Source:

The primary study questionnaire.
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TABLE IVA-2
Opinions of Company Respondents on the Nature of
Supervisory and Foremanship Personnel Problems

Nature of Response

Type and Percentage
of Respondents
Company
Middle
SuperExecutives Managers visors
Yes No Yes No’ Yes No

Responses Based on Nigeria as
a Whole:

1. Nigeria has adequate supply
2 98
of supervisors and foremen
2. Nigeria has shortage of
supervisors and foremen
0
LOO
3. Nigeria has surplus super
visors and foremen
0 100

2

98

3

97

91

9

98

2

0 100

0

100

Responses Based on Respondent's
Company':
“ 4. Supervisors are adequate in
number, training and skill

5. Qualified supervisors are
not enough
6. Present holders of job not
qualified

2

98

2

98

2

98

96

4

93

7

98

2

88

12

95

5

98

2

98

2

97

3

100

0

6

94

12

88

100

0

90
41
82
18

10
59
18
82

90
39
88
18

10
61
12
82

98
2
100
0

2
98
0
100

Suggestions for Improvement:
7. More institutions for
training supervisors

8. Up-grading supervisor's
salary
Sources of Financing:
S. fhe federal government

10. The state governments
11. The company
12. The supervisor student

Source:

The primary study questionnaire.
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TABLE IVA-3
Opinions of Other Respondents on the Nature of
Supervisory and Foremanship Personnel Problems

Nature of Response

Type and Percentage
of Respondents
University Government « K
Educators Officials — Vtners
Yes No Yes No Yes No

Responses Based on Nigeria as
a Wnole:
1. Nigeria has adequate supply
of supervisors and foremen
6 94
2. Nigeria has shortage of
6
94
supervisors and foremen
3. Nigeria has surplus super
0 100
visors and foremen
Responses Based on Respondent's
Company:
4. Supervisors are adequate in
6
number, training and skill
5. Qualified supervisors are
94
not enough
6. Present holders of job not
94
qualified

94

22

78

0

100

100

0

100

0

11

89

0

100

0 100

0

100

6

100

0

100

0

6

100

0

100

0

Suggestions for Improvement:
7. More institutions for
training supervisors
8. Up-grading supervisor's
salary

88

12

100

0

100

0

94

6

100

0

20

80

Sources
9. The
10. The
11. The
12. The

75
13
88
13

25
87
12
87

89
11
89
11

11
89
11
89

80
60
80
0

20
40
20
100

Source:

of Financing*
federal government
state governments
company
supervisor student

The primary study questionnaire.
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Out of the 214 respondents used in the survey, 98
percent agreed that Nigeria had shortages of supervisors or
foremen while 2 percent agreed that the country had an ade
quate supply of supervisors or foremen.

This 2 percent was

composed mostly of supervisors or foremen.

On the other

hand, 99 percent of the subjects did not agree that Nigeria
had a surplus of supervisors or foremen.
When the emphasis shifted from Nigeria as a whole to
the individual companies studied, the patterns of response
remained almost the same.

About 98 percent of all respond

ents agreed that their companies had shortages of super
visors or foremen and 94 percent expressed the opinion that
their present company employees were not qualified; whereas
only 2 percent agreed that the supervisors and foremen in
their companies were adequate in number, training and skill.
An interesting finding relates to the respondents1
opinions concerning the supervisor's pay.

Whereas 100 per

cent of all supervisors or foremen thought the pay should
be upgraded, only 6 percent of the company executives and
12 percent of the middle management thought so.

However,

the majority of all respondents, about 54 percent, thought
the supervisor's pay needed upgrading.

This result indi

cates some similarity between how the career planners used
in the major study perceived the supervisor's pay and how
the supervisors themselves perceived their pay.

About 90

percent of all career planners used in the major study (to
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be reported shortly) had unfavorable ratings for the super
visor's pay.
THE RESULTS OF THE MAJOR STUDY
This section is intended for the presentation of the
results of the major study.
ganized into two parts.

The presentation has been or

The first part analyzes the rank

ing of the job factors and the second analyzes the pay and
prestige rating of the supervisor's job.
The Ranking of the Job Factors
An important section of the major questionnaire was
the part which requested the respondents to rank according
to the order of importance to them, six different job fac
tors, and any others not included in the questionnaire.
The details of the ranking are presented in Tables IVB-1
through IVB-7 in this chapter.

Table IVB-1 shows the per

centile first and second place ranking for each factor
ranked and provides the reader with a quick overview of
the importance that the respondents attach to various fac
tors.

The first and second columns show the first and

second place rankings for each factor respectively while
the third column shows the combined first and second place
ranking.
In Table IVB-2 the order of ranking the pay factor
is analyzed.

Columns 1 through 7 indicate the percentile

frequency distribution for each of the seven possible ranks
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for pay.

First the total percentage ranking for all re

spondents is shown on line 1 followed by a breakdown of the
subjects in terms of sex, school, tribe and field of spe
cialization.

Tables IVB-3 through IVB-7 analyze the rank

ing of the various job factors under their respective
headings.

The relative importance attached to both pay and

prestige are evident from the analysis so far.

More will

be said on this in the section dealing with the testing of
hypotheses.
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TABLE IVB-1
The Order of Importance Attached
to the Job Factors

^ings£o£re^ff
1. High Pay

45

39

84

2. Prestige

40

34

74

3.

Opportunity to Use One's Talents

12

6

18

4.

Opportunity to be One's Own Boss

5

4

9

5.

Opportunity for Making Extra
Money

4

2

6

1

5

6

6. Opportunity for Promotion
Source:

Derived from Tables IVB-2 through IVB-7.
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TABLE IVB-2
The Pay Ranking by Career Planners
Type of Respondent

Order of Ranking in Percentage
7
1
2
3
4
5
6

All Respondents

45

39

8

5

2

0

0

Sex:
Males
Females

48
38

35
48

8
8

6
5

3
1

0
0

0
0

School:
High School
College

48
42

43
38

8
8

0
8

0
3

0
0

0
0

Tribe:
Hausas
Ibos
Yorubas
Other Tribes

63
42
48
33

34
30
43
64

0
13
6
3

0
11
1
0

5
3
2
0

0
0
0
0

0
0
0
0

Major Field:
Agriculture
Arts and Humanities
Business
Education
Engineering
Home Economics
Law
Medicine
Sciences

0
30
49
40
0
0
0
40
60

75
49
46
0
0
67
33
0
39

25
14
3
20
0
0
0
40
4

0
16
0
20
0
33
50
0
3

0
0
5
20
100
0
17
20
2

0
0
0
0
0
0
0
0
0

0
0
0
0
0
0
0
0
0

Source:

Major questionnaire
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TABLE IVB-3
The Prestige Ranking by Career Planners
Type of Respondent

Order of Ranking in Percentage___
1
2
3
4
5
6
7

All Respondents

30

44

17

5

2

1

0

Sex:
Males
Females

26
41

46
39

17
16

6
3

3
0

1
0

0
0

School:
High School
, College

33
30

45
42

21
16

1
8

0
3

0
1

0
0

Tribe:
Hausas
Ibos
Yorubas
Other Tribes

17
27
31
51

49
46
44
56

26
17
17
13

6
6
7
0

3
3
1
0

0
2
0
0

0
0
0
0

Major Field:
Agriculture
Arts and Humanities
Business
Education
Engineering
Home Economics
Law
Medicine
Sciences

50
40
29
0
0
34
17
0
25

0
33
40
80
0
33
17
60
55

0
17
20
0
100
33
50
0
16

25
8
3
20
0
0
17
40
2

25
1
9
0
0
0
0
0
1

0
0
0
0
0
0
0
0
2

0
0
0
0
0
0
0
0
0

Source:

Major questionnaire
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TABLE IVB-4
The Talent Ranking

Type of Respondent

Order of Ranking in Percentage
1
2
3
4
5
6
7

All Respondents

12

6

43

20

12

4

0

Sex:
Males
Females

16
13

6
6

43
43

20
18

12
14

3
7

0
0

School:
High School
College

18
15

5
6

44
42

22
19

9
14

2
5

0
0

Tribe:
Hausas
Ibos
Yorubas
Other Tribes

9
21
11
13

6
8
5
0

41
27
45
55

24
19
19
21

12
11
14
11

9
4
5
0

0
0
0
0

0
18
9
60
100
67
17
40
12

25
5
9
0
0
0
0
0
5

50
38
47
40
0
33
33
0
48

25
19
20
0
0
0
17
20
22

0
15
15
0
0
0
17
40
8

0
5
0
0
0
0
17
0
5

0
0
0
0
0
0
0
0
0

Major Field:
Agriculture
Arts and Humanities
Business
Education
Engineering
Home Economics
Law
Medicine
Sciences
Source:

Major questionnaire
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TABLE IVB-5
The Ranking of the Boss Factor

Type of Respondent

Order of Ranking in Percentage
1
2
3
4
5
7
6

All Respondents

5

4

12

15

29

33

0

Sex:
Males
Females

5
5

3
4

10
19

14
14

33
21

34
37

0
0

School:
High School
College

1
7

5
3

7
15

16
14

38
26

33
35

0
0

Tribe:
Hausas
Ibos
Yorubas
Other Tribes

9
6
3
3

3
4
4
0

15
11
14
11

18
18
14
8

27
31
26
38

27
31
38
41

0
0i
0
0

0
9
3
0
0
0
50
0
2

0
2
3
20
0
0
17
0
4

0
20
3
20
0
34
0
20
8

25

0
31
32
20
0
33
17
20
30

75
27
44
0
0
33
17
40
38

0
0
0
0
0
0
0
0
0

Major Field:
Agriculture
Arts and Humanities
Business
Education
Engineering
Home Economics
Law
Medicine
Sciences

Source:

Major questionnaire

12
15
40
100
0
0
20
13

92

TABLE IVB-6
The Ranking of the Opportunity for Making Extra Money
Type of Respondent

Order of Ranking in Percentage
2
3
5
7
1
4
6

All Respondents

4

2

7

24

23

40

0

Sex:
Males
Females

4
4

2
1

8
6

25
25

19
30

41
35

0
0

School:
High School
College

0
5

0
3

5
8

11
31

31
19

53
34

0
0

Tribe:
Hausas
Ibos
Yorubas
Other Tribes

3
3
5
0

3
2
2
0

13
7
7
8

25
20
28
29

16
24
23
29

41
45
35
34

0
0
0
0

50
3
3
0
0
0
17
20
2

0
2
20
0
0
0
33
0
1

0
3
34
0
0
0
17
20
8

0
16
17
0
0
67
17
0
31

50
30
26
20
0
0
0
0
23

0
46
0
80
100
33
17
60
37

0
0
0
0
0
0
0
0
0

Major Field:
Agriculture
Arts and Humanities
Business
Education
Engineering
Home Economics
Law
Medicine
Sciences
Source:

Major questionnaire
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TABLE IVB-7
The Ranking of the Opportunity for Promotion

Type of Respondent

Order of Ranking in Percentage
1
2
3
4
5
6
7

All Respondents

1

5

14

31

29

20

1

Sex:
Males
Females

2
0

7
0

13
12

29
35

30
31

20
21

0
1

School:
High School
College

1
1

1
7

19
11

49
22

20
33

8
25

0
1

Tribe:
Hausas
Ibos
Yorubas
Other Tribes

0
2
1
0

6
10
1
0

9
17
13
13

29
27
31
45

37
25
33
21

20
19
21
21

0
1
0
0

Major Field:
Agriculture
Arts and Humanities
Business
Education
Engineering
Home Economics
Law
Medicine
Sciences

0
1
6
0
0
0
0
0
0

0
25
11
6
3
9
0
20
0
100
0 ' 0
0
0
20
40
4
18

25
40
31
60
0
0
0
20
24

25
22
23
20
0
67
33
20
35

25
20
29
0
0
33
50
0
18

0
0
0
0
0
0
17
0
0

Source:

Major questionnaire
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The Pay and Prestige Rating
of tHe Supervisor's Job
The other important section of the major question
naire was the section requesting the respondents to express
their beliefs or feelings about the pay and prestige asso
ciated with the supervisor's job.

As one can see from the

questionnaire, the career planners were requested to re
spond to nine statements, four on pay, two on prestige and
three on both pay and prestige.

These pay and prestige

ratings were analyzed in two ways:

(1) the computation of

of mean pay and prestige rating and (2) the computation of
the frequency distribution for each response.

The Computation of Mean Pay and Prestige Rating.
Using the weighted index discussed in Chapter III,* the re
spondents' mean rating points for the supervisor's pay was
-3.08 out of the possible six rating points attached to pay.
On the other hand the mean rating points for prestige asso
ciated with the job of the supervisor was -1.5 out of the
three rating points attached to prestige.

*The weighting index discussed in Chapter III and
used in this study on the recommendation of the Nigerian
National Manpower Board was:
Very favorable response
2
Favorable response
1
Partly favorable response
.5
Very unfavorable response
-2
Unfavorable response
-1
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The Computation of the Frequency Distribution for
Each Rating Response.

Tables IVB-8 through IVB-16 show the

percentile frequency distribution for various rating re
sponses.

Each table analyzes the beliefs or feelings ex

pressed by the different categories of respondents used
concerning the pay or prestige associated with the super
visor's job.

Table IVB-8 shows the total percentage of sub

jects responding "Yes" or "No" to the statement that the
supervisor's job is one of the best paid jobs in business
and industry.

Also shown in the table is a breakdown of

the subjects and their responses in terms of sex, school,
tribe and major field of specialization.

Tables IVB-9

through IVB-16 analyze the various rating responses under
their respective headings in the manner described for
Table IVB-8.
From these rating tables and the pay and prestige
rating means given here, one can draw the conclusion that
the pay and prestige associated with the supervisor's job
are rather unfavorable.

More will be said about this later

in this chapter and the chapter to follow.
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TABLE IVB-8
Supervisor's Job is One of the Best Paid Jobs
& xsR a sa B B g sa sm ssa n a a B sssssssa ssssE 3 S B E ca 5 a a 2 ssB B a B B B ss3 B 3 a B a a a = a H a B H B a H a B a sa 5 a a R S ssB a n a B S B a E B m n ^H H s« a B B B (K & sn i

Type of Respondent

Type of Response in Percentage
Yes
nq

All Respondents

2

98

Sex:
Males
Females

5
1

95
99

School:
High School
College

4
1

96
99

Tribe:
Hausas
Ibos
Yorubas
Other Tribes

0
1
0
10

100
99
100
90

0
0
6
0
0
0
0
0
2

100
100
94
100
100
100
100
100
98

Major Field:
Agriculture
Arts and Humanities
Business
Education
Engineering
Home Economics
Law
Medicine
Sciences
Source:

Major questionnaire
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TABLE IVB-9
Supervisor's Job is One in which One Can
Make Money Very Fast

Type of Respondent

Type of Response in Percentage
No
Yes

All Respondents

4

96

Sex:
Males
Females

5
3

95
97

School:
High School
College

3
3

97
97

Tribe:
Hausas
Ibos
Yorubas
Other Tribes

0
3
3
13

100
97
97
87

Major Field:
Agriculture
Arts and Humanities
Business
Education
Engineering
Home Economics
Law
Medicine
Sciences

0
1
3
0
0
0
17
0
7

100
99
97
100
100
100
83
100
93

Source:

Major questionnaire
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TABLE IVB-10
Supervisor* s Job Not a Well Paid One

Type of Respondent

Type of Response in Percentage
Yes
No

All Respondents

95

5

Sex:
Males
Females

94
95

6
5

School:
High School
College

94
95

6
5

Tribe:
Hausas
Ibos
Yorubas
Other Tribes

100
94
96
90

0
6
4
10

Major Field:
Agriculture
Arts and Humanities
Business
Education
Engineering
Home Economics
Law
Medicine
Sciences

100
99
89
100
100
67
67
100
94

0
1
11
0
0
33
33
0
6

Source:

Major questionnaire
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TABLE IVB-11
Supervisor's Job is One of Most Prestigious Jobs

Type of Respondent

Type of Response in Percentage
No
Yes

All Respondents

2

98

Sex:
Males
Females

3
1

97
99

School:
High School
College

1
2

99
98

Tribe:
Hausas
Ibos
Yorubas
Other Tribes

0
2
2
3

100
98
98
97

0
1
3
0
0
0
17
0
2

100
99
97
100
100
100
83
100
98

Major Field:
Agriculture
Arts and Humanities
Business
Education
Engineering
Home Economics
Law
Medicine
Sciences
Source:

Major questionnaire
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TABLE IVB-12
Supervisor 's Job Has Low Prestige

Type of Respondent

Type of Response in Percentage
Yes
No

All Respondents

96

5

Sex:
Males
Females

95
93

5
7.

School:
High School
College

93
96

7
4

Tribe:
Hausas
Ibos
Yorubas
i Other Tribes

100
94
96
87

0
6
4
13

Major Field:
Agriculture
Arts and Humanities
Business
Education
Engineering
Home Economics
Law
Medicine
Sciences

100
98
92
100
100
67
67
100
94

0
2
8
0
0
33
33
0
6

Source:

Major questionnaire
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TABLE IVB-13
The Pay and Prestige of the Supervisor’s Job
Are Adequate

Type of Respondent

Type of Response in Percentage
Yes
No

All Respondents

6

95

Sex:
Males
Females

6
2

94
98

School:
High School
College

3
4

97
96

Tribe:
Hausas
Ibos
Yorubas
Other Tribes

6
6
0
10

94
94
100
90

25
2
6
0
100
0
17
o
5

75
98
94
100
0
100
83
100
95

Major Field:
Agriculture
Arts and Humanities
Business
Education
Engineering
Home Economics
Law
Medicine
Sciences
Source:

Major questionnaire
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TABLE IVB-14
The Pay and Prestige of the Supervisor Good
for High School Graduates but Not for College Graduates

Type of Respondent

Type of Response in Percentage
No
Yes

All Respondents

42

58

Sex:
Males
Females

57
67

43
33

School:
High School
College

40
67

60
33

Tribe:
Hausas
Ibos
Yorubas
Other Tribes

54
54
62
64

46
46
38
36

Major Field:
Agriculture
Arts and Humanities
Business
Education
Engineering
Home Economics
Law
Medicine
Sciences

0
58
58
60
0
0
17
40
63

100
42
42
40
100
100
83
60
37

Source:

Major questionnaire
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TABLE IVB-15
Salary Scale of the Supervisor Should Be Raised
to at Least the College Level
Type of Respondent

Type of Response in Percentage
No
Yes

All Respondents

85

16

Sex:
Males
Females

82
88

18
12

School:
High School
College

76
88

24
12

Tribe:
Hausas
Ibos
Yorubas
Other Tribes
Major Field:
Agriculture
Arts and Humanities
Business
Education
Engineering
Home Economics
Law
Medicine
Sciences
Source:

Major questionnaire

•

11
16
14
26

89
84
86
74
100
90
89
80
100
67
83
80
78

0
10
11
20
0
33
17
20
22
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TABLE IVB-16
Supervisor Can Make Money Fast But
His Prestige is Low
Type of Respondent

Type of Response in Percentage
Yes
No

All Respondents

6

94

Sex:
Males
Females

6
7

94
93

School:
High School
College

5
6

95
94

Tribe:
Hausas
Ibos
Yorubas
Other Tribes

9
3
8
8

91
97
92
92

25
7
3
20
0
0
17
0
5

75
93
79
80
100
100
83
100
95

I

Major Field:
Agriculture
Arts and Humanities
Business
Education
Engineering
Home Economics
Law
Medicine
Sciences
Source:

Major questionnaire
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DISCUSSION OF THE FINDINGS
AND THE HYPOTHESES TESTING
Having presented what is considered the most important
aspects of the research finding, this section will further
analyze them through the discussion of the hypotheses al
ready advanced.
Null Hypothesis (H ) 1:

Pay is not a significant factor
influencing the respondents'
choice of career.

Research Hypothesis (H.) 1:

Pay is a significant factor
influencing the respondents’
choice of career.

The reason for this hypothesis was mainly to estab
lish the importance of pay to the career planners.

In order

to support the suggestion that low pay is a factor in the
shortage of supervisors or foremen, this line of reasoning
was considered appropriate.
Procedure for Testing the Hypothesis
As already indicated in Chapter III the researcher
first computed the expected pay ranking mean by summing up
the numbers 1-7 and dividing by 7.
so doing was 4 (28 *7).

The result obtained by

The computed mean was 1.80.

A test of null hypothesis was performed thus:

Ht :

y t 4

2.

Assumptions:

3.

a = .05

x.X ~N(y„

2

6A )
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4.

Test Statistic:

tc =

_

5.

x
^
/sj/n
~
A
- 2 . 2 0

7UV6

_

x - 4
sJ
/ tT ~
A
7 n

1.80 - 4
.95/ /293

0 7

39*23

Rejection Region:
Reject
Ho if tc < -1.98 or tc J> 1.98
J
Not reject HQ if -1.98 < tc < 1.98

6.

Conclusion:

Reject HQ . Conclude Up < 4

The null hypothesis was rejected.

Therefore the re

search hypothesis that pay appears to be quite important in
career choice appears to be valid.
I
,
The conclusion reached here that pay is quite impor
tant in career choice is further supported by Table IVB-1
which shows that 84 percent of all respondents had first
and second place ranking for pay.
Null Hypothesis (H ) 2:

Status or prestige is not a sig
nificant factor influencing the
respondents’ choice of career.

Research Hypothesis (H.) 2:

Status or prestige is a sig
nificant factor influencing
the respondents' choice of
career.

The reason for advancing this hypothesis is similar
to the reason given for the first hypothesis.

In order to

determine whether prestige was a factor in the shortage of
supervisors, its importance first had to be determined.
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Procedure for Testing the Hypothesis
Again the expected mean was computed to be 4 while
the actual mean was 2.07.

Then, the test of null hypothesis

was performed thus:
1.

H0 :

Up - 4

*V

>*p * 4

2.

Assumptions:

3.

a = .05

4.

2

x.X ~ N(yA

Test Statistic:

tc =

<$A__)

x - 4
J

=

5.

_

2.07 - 4
.092
/" 293

s^/n

! o 56

= -3 3 *30

Rejection Region:
Reject Hq if tc <. -1.98 or tc >. 1.98.
Not Reject HQ if -1.98 < tc < 1.98.

6.

Conclusion:

Reject HQ

< 4.

Prestige of the job appears to be quite important in
career choice.
This conclusion is also supported by the information
in Table IVB-1 where the first and second place ranking for
prestige was shown to be 74 percent of all respondents.
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Null Hypothesis (H ) 3:

There is no significant rela
tionship between the importance
that subjects attach to pay in
their choice of occupation and
their pay ranking of the job of
the supervisor or foreman.

Research Hypothesis (H.):

There is a significant rela
tionship between the impor
tance that subjects attach to
pay in their choice of occupa
tion and their pay ranking of
the job of the supervisor or
foreman.

Procedure for Testing
Pearson Product Moment correlation coefficient:
1.

Ho :

p = 0

Ht:

Pii0

2.

p (Reject Ho |Hq true) = .05

3.

Test Statistic:

4.

Conclusion:

2

r = .0186

p = 0

The supervisor or foreman's pay rating is not corre
lated with pay importance.
The main purpose of this hypothesis was to find out
whether the low pay rating associated with the job of the
supervisor was a result of the high relative importance
which the respondents have attached to pay.
2

In other words,

The Pearson Product Moment correlation coefficient
was used here because it was considered the most appropriate
and was recommended by Dr. D. W. Smith of the Department of
Experimental Statistics at Louisiana State University.
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the researcher was trying to determine whether the super
visor's pay was really low or whether the respondents per
ceived it as being low simply because they happened to
attach more importance to pay as a job factor.

Since

r = .019, the coefficient of correlation obtained, is
rather low, it would mean that the rank attached to pay in
the choice of career was not a significant factor influenc
ing the low pay rating of the supervisor's job.

To the re

spondents, the supervisor's pay appeared low regardless of
how important pay was to them in their choice of careers.
Null Hypothesis (H ) 4:

There is no significant rela
tionship between the importance
that subjects attach to status
or prestige in their choice of
occupation and their prestige
rating of the job of the super
visor or foreman.

Research Hypothesis (H.) 4:

Test Procedure
1.

Hq :

p = 0

H^:

p ^ 0

2.

p (Reject HQ Hq true) = .05

3.

Test Statistic:

r = .0513

There is a significant rela
tionship between the impor
tance that subjects attach
to status or prestige in
their choice of occupation
and their prestige rating
of the job of the super
visor or foreman.

110

4.

Conclusion:

p = 0

The supervisor or foreman’s prestige rating is not
correlated with prestige importance.
The idea behind this hypothesis was quite similar to
that given for hypothesis 3.

The objective was to determine

if there was a significant relationship between prestige
ranking and prestige rating.

Since r = .051, the correla

tion coefficient obtained, is rather low, it is suggested
that in the opinion of the respondents the supervisor's job
prestige was low regardless of the importance of prestige to
them.
Null Hypothesis (H ) 5.1:

Age is not a significant fac
tor in the respondents’
rating of the job of the
supervisor or foreman.

Research Hypothesis (H.) 5.1:

Age is a significant fac
tor in the respondents’
rating of the job of the
supervisor or foreman.

Test Procedure
Analysis of Variance (ANOVA)

3

for Pay Rating with Age

as Source of Variation:
3

The Analysis of Variance technique was used here
because it was considered to be the most appropriate and
was recommended by Dr. D. W. Smith of the Department of Ex
perimental Statistics at Louisiana State University.

Ill

Source

d.f.

Sum of
Squares

Mean
Squares

Age
Error
Total

3
285
288

11.7018
558.3640
570.0658

3.9006
1.9592

F Ratio
1.9909 ns^

Analysis of Variance for Prestige Rating with Age
as Source of Variation:
Source

d.f,

Sum of
Squares

Age
Error
Total

3
285
288

.3724
150.4061
150.7785

Mean
Squares
.1241
.3277

F Ratio
.2352 ns

Conclusion. Null hypothesis 5.1 is not rejected.
Age does not appear to be a significant factor in the re
spondents' pay and prestige rating of the supervisor's job.
The research hypothesis, therefore, does not appear valid.
Null Hypothesis (Hq) 5.2:

Tribe is not a significant
factor in the respondents'
rating of the job of the
supervisor or foreman.

Research Hypothesis (H.) 5.2:

Tribe is a significant
factor in the respondents'
rating of the job of the
supervisor or foreman.

i

**--indicates significance at a = .01.
*--indicates significance at a = .05.
ns--indicates not significant.
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Procedure for Testing
Analysis of Variance for Pay with Tribe as a Source
of Variation:
Source

d.f.

Sum of
Squares

Tribe
Error
Total

3
290
293

24.2254
550.1161
574.3715

Mean
Squares
8.0852
1.8970

F Ratio
4.2621**

Analysis of Variance for Prestige Rating with Tribe
as Source of Variation:
Source

d.f.

Sum of
Squares

Tribe
Error
Total

3
290
293

2.8223
149.0526
151.8549

Mean
Squares
.9408
.5140

F Ratio
1.8304 ns

Conclusion. Null hypothesis 5.2 is partly rejected
and partly accepted.

Tribe appears to be significant in

the pay rating of the supervisor's job.

However, it does

not appear to be a significant factor in the prestige rating
of the supervisor's job.

The reason for the significant

tribal variation in pay rating is attributed to tribe four,
other minor Nigerian tribes put together.

Their mean

rating for pay was -2.34 as opposed to -3.39 for the
Hausas, -3.14 for the Ibos and -3.18 for the Yorubas.

The

research hypothesis, therefore, appears to be partly re
jected and partly valid.
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Null Hypothesis (Hq) 5.3:

The type of school the sub
jects attend is not a signifi
cant factor in their rating
of the job of the supervisor
or foreman.

Research Hypothesis (H^) 5.3:

The type of school the
subjects attend is a sig
nificant factor in their
rating of the job of the
supervisor or foreman.

Procedure for Testing
Analysis of Variance for Pay Rating with School as a
Source of Variation:
Source
Schools
Error
Total

d.f.
2

292
294

Sum of
Squares
2.7476
569.7998
574.5474

Mean
Squares
2.3738
1.9514

F Ratio
1.2165 ns

Analysis of Variance for Prestige Rating with School
as a Source of Variation:
Source

d.f.

Schools
Error
Total
Conclusion.

Sum of
Squares
2.7925
149.0838
151.8763

Mean
Squares
1.3962
.5106

F Ratio
2.7344 ns

Null hypothesis 5.3 is not rejected.

The type of school that the respondents attend does not
appear to be a significant factor influencing their rating
of the supervisor’s job both on pay and prestige.

This con

clusion is also supported by the information in Tables IVB-8
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through IVB-16 in this chapter.

The research hypothesis,

therefore, does not appear tobe valid.
Null Hypothesis

( H ) 5.4: Sex is not a significant fac
tor in the subjects' rating
of the job of the supervisor
or foreman.

Research Hypothesis (H.) 5.4:

Sex is a significant fac
tor in the subjects'
rating of the job of the
supervisor or foreman.

Procedure for Testing
Analysis of Variance for Pay Rating with Sex as a
Source of Variation:
Source

d.f.

Sum of
Squares

Sex
Error
Total

1
279
280

1.3568
534.7620
536.1188

Mean
Squares
1.3568
1.9167

F Ratio
.7079 ns

Analysis of Variance for Prestige Rating with Sex as
a Source of Variation:
Source

d.f.

Sum of
Squares

Sex
Error
Total

1
279
280

.0817
171.0253
171.1070

Mean
Squares
.0817
.0612

F Ratio
.1333 ns

Conclusion. Null hypothesis 5.4 is not rejected.
The sex of the respondents does not appear to be a signifi
cant factor influencing their pay and prestige rating of
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the supervisor's job.
support to this.

Tables IVB-8 through IVB-16 also lend

The research hypothesis is therefore re

jected.
Null Hypothesis (HQ) 5.5:

The academic classification
of the subjects is not a sig
nificant factor in their
rating of the job of the
supervisor or foreman.

Research Hypothesis (H.) 5.5:

The academic classifica
tion of the subjects is a
significant factor in
their rating of the job
of the supervisor or
foreman.

Procedure for Testing
Analysis of Variance for Pay Rating with Class as
Source of Variation:

Source

d.f.!

Sum of
Squares

Class
Error
Total

11
287
288

4.5815
569.2773
573.8588

Mean
Squares
4.5815
1.7835

F Ratio
2.3098 ns

Analysis of Variance for Prestige Rating with Class
as Source of Variation:
Source

d.f.

Sum of
Squares

Class
Error
Total

1
287
288

.3587
139.4831
139.8419

Mean
Squares
.3587
.4860

F Ratio
.7381 ns
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Conclusion. Null hypothesis 5.5 is not rejected.
The respondents' classification does not appear to be a sig
nificant factor influencing their pay and prestige rating
of the supervisor's job.

This conclusion seems to be sup

ported also by the information in Tables IVB-8 through
IVB-16 in this chapter.

The research hypothesis is there

fore rejected.
Null Hypothesis (HQ) 5.6:

The subjects' major field is
not a significant factor in
their rating of the job of
the supervisor or foreman.

Research Hypothesis (H^) 5.6:

The subject's major field
is a significant factor
in their rating of the
job of the supervisor or
foreman.

Procedure for Testing
Analysis of Variance for Pay Rating with Major Field
as Source of Variation:
Source
Major
Error
Total

d.f.
8

282
290

Sum of
Squares
22.0275
551.8092
573.8367

Mean
Squares
2.7534
1.9568

F Ratio
1.4071 ns

Analysis of Variance for Prestige Rating with Major
Field as a Source of Variation:
Source
Major
Error
Total

d.f.
8

282
290

Sum of
Squares

Mean
Squares

5.6233
146.2478
151.8711

.7029
.5186

F Ratio
1.3554 ns
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Conclusion.

Null hypothesis 5.6 is not rejected

The respondents' field of specialization does not seem to
be an important factor in their rating of the supervisor's
job.

Tables IVB-8 through IVB-16 in this chapter also lend

support to this conclusion.

The research hypothesis is

therefore not valid.
Null Hypothesis (H ) 5.7:

The subjects' career plan is
not a significant factor in
their rating of the job of
the supervisor or foreman.

Research Hypothesis (H.) 5.7:

The subjects' career plan
is a significant factor in
their rating of the job of
the supervisor or foreman.

Procedure for Testing
Analysis of Variance for Pay Rating with Career as a
Source of Variation:
Source

d.f.

Sum of
Squares

Career
Error
Total

11
278
289

15.9977
557.6583
573.6550

Mean
Squares
1.4543
2.0060

F Ratio
7250 ns

Analysis of Variance for Prestige Rating with Career
as a Source of Variation:
Source

d.f

Sum of
Squares

Career
Error
Total

11
278
289

8.1088
143.7610
151.8698

Mean
Squares
.7372
.5171

F Ratio
1.4256 ns
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Conclusion. Null hypothesis 5.7 is not rejected.
Career does not seem to be a significant factor in the re
spondents' rating of the supervisor's job.

The research

hypothesis is therefore rejected.
CONCLUDING REMARKS AND DISCUSSION
This chapter has attempted to present and analyze
the research results.
with conclusions drawn.
were:

The null hypotheses were then tested
The major parts of the results

1) the section dealing with how

were ranked by the respondents;

2) the

different job factors
part that showed how

the supervisor's job was rated by the various categories of
respondents; and 3) the section which was aimed at determin
ing the relationship between pay and prestige ranking and
rating.
From the pay and prestige ranking results it has been
concluded that both factors appear to be quite important in
the respondents' decision to choose a career.

Our findings

are contrary to those of Herzberg's concept of money or pay
as a hygiene factor, but not a motivator.

On the other hand

our findings are consistent with Maslow's research regarding
hierarchy of needs theory of motivation.

Both the per capita

income and the overall standard ofliving of the population
studied would indicate that the people are still very much
preoccupied with the satisfaction of the lower level needs
which money can readily satisfy.

The result of the job
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factor ranking also has some empirical support here in the
West.

The decision to join is believed by many to be highly

influenced by the organizational wage ievel or the starting
pay.

The Schappe study of production foremen discussed in

Chapter II lends strong support to this.

The study found

that 63 percent of all foremen studied indicated that "more
money" was the factor attracting them to supervisory jobs.
The results of the supervisor's pay and prestige
rating also deserve some discussion and remarks here.
fact is clear.

One

Regardless of age, tribe, school, sex, aca

demic classification, major field and career plans, the re
spondents were predominantly of the opinion that the pay and
prestige associated with the supervisor's job are not favor
able.

This finding appears to agree with the Harbison and

Berg arguments stated in Chapter 11.^

Also supporting the

results obtained is the information presented in Table 1-3
in Chapter I.

The table shows that the foreman in some

business enterprises studied had a median annual income of
about £250 or $750 while the person just above him, the
management assistant, had a median annual income of £1,380
or $4,140.

Also worthy of mention here is the fact that we

could not find a significant relationship between pay and
prestige ranking and rating.

One would presume that the

^Harbison argues that the manpower problems in the
developing countries cannot be solved until the systems of
wages and incentives are changed, while Berg points out the
existence of wide wage differentials in African countries.
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respondents would rate the supervisor’s job low on pay and
prestige mainly because they, the respondents, attached a
great deal of importance to pay and prestige.

The fact that

no significant relationship was found suggests that perhaps
the pay and prestige attached to the job of the supervisor
are actually low by everyone’s standard due to the fact
that this job is one of those which have traditionally been
held by Africans.

This line of reasoning is further sup

ported by the results of the preliminary study.

It was

shown in Table 1-3 in Chapter I that 100 percent of all
supervisors and 54 percent of all respondents thought the
supervisor's pay should be upgraded.
This chapter has pointed out the key findings of the
entire research.

In the next chapter, a more detailed

analysis of these key findings will be undertaken.

CHAPTER V
IMPLICATIONS OF THE STUDY

The previous chapter was aimed at the analysis of
the findings from the major study and the testing of hypothe
ses.

In this chapter, the major findings of the entire re

search will be examined more closely for the purpose of
making recommendations and suggestions to the government and
business policy makers.

Wherever and whenever necessary the

discussion will incorporate any previous research findings
in this area which lend some support to any position taken.
The chapter will first briefly discuss the major findings
and then follow this discussion with the implications to
both government and business.
A CLOSER LOOK AT THE MAIN RESEARCH FINDINGS
The main findings in this research can be quickly
summarized as:

(1) the supervisor’s job has low pay and

prestige--upgrading his pay is desired; (2) money and pres
tige are very important to the career planners; (3) the
existing supervisors are inadequate in quality and quantity,
and (4) specialized training for supervision is desired.
A closer look at each of these will not be taken.
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The Supervisor's Job Has
Low Pay and Prestige
One of the important results of this research is the
confirmation of our major premise that the supervisor's pay
and prestige rating was low.

Three different methods were

used to verify this assumption.

One method, as has already

been pointed out in Chapter III, was to compute the career
planners' mean pay and prestige rating with regard to the
role of the supervisor, which was found to be quite unfavor
able.

The other method was computing the frequency distri

bution for all the favorable and unfavorable pay and pres
tige responses.

Using this last method, it was also dis

covered that about 90 percent of all respondents had unfavor
able ratings for the supervisor's pay and prestige.

In

still another slightly different method used in the pre
liminary study, the researcher found that the majority of
the respondents, 54 percent, thought that the supervisor's
pay and prestige should be upgraded.
The underlying rationale of the results of the entire
research, which, as will be seen later, agrees with the ob
servations and findings of some other researchers, is varied
The major explanations center around the colonial wage
structure, government use of wage commissions in granting
percentage wage increases whenever there are massive worker
protests, the wrong choice of wage criteria, and the exist
ence of fringe benefits which by far favor those in higher
positions.
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The Impact of the Colonial Wage Structure. The first
explanation, that of the carryover from the wage structure
which was used by the colonial administration, is not diffi
cult to understand.

Some of the jobs held by the Africans,

the foreman's job for instance, were not compensated as well
as they should have been.

The colonial wage structure was

mainly based on the level of education.

Since tradition is

a major factor in establishing organizational wage struc
tures, the jobs which received low pay in the past tend to
be accorded low pay and prestige even now.

The method of

granting raises to Nigerian workers, which we will discuss
shortly, does not seem to be appropriate for narrowing wage
differentials and inequities.
Government Use of Commissions in Granting Raises.
The increasing or decreasing of wage differentials can be
accomplished by the manipulation of pay and wage increases.
In places where heavy reliance is placed on collective bar
gaining as the chief means of granting wage increases,
there are ample opportunities for correcting the inequities
in the wage structure by bargaining for higher raises by
those in the lower income brackets.

On the other hand,

wherever wage increases are given in the form of across the
board percentage increases on all incomes, the differentials
are usually difficult to narrow down.
In Nigeria, as well as in several other developing

I

124

nations, the government is the biggest employer in the
modern sector.

The wage rates for government workers set

the standard for the private sector.

Traditionally, the

method of granting wage rates to government employees is by
awarding certain percentage increases to every worker's pay
regardless of his position.

The raises usually arise out

of the periodic worker uprising which normally poses
threats

to economic stability.

The protest usually takes

the form of massive strikes and some kind of disobedience
by all workers in the country.

The uprising is usually

strategically planned to occur at critical political periods
such as during general elections.

The 1964 Nigerian govern

ment wage award to protesting workers is an example.*

Also,

the wage award granted by the federal military government
in 1971 just after the civil war was perceived by many as a
military tactic which the army employed in order to gain
acceptance.
An interesting fact about these governmental wage
awards is that they are usually made on the recommendation
of outsiders, politicians, and lawyers who are appointed as
members of wage commissions or tribunals.

Their

*In 1964 there was a nationwide strike by all
workers in the federation as a result of dissatisfaction
with the general level of wages. The government appointed
a wage commission popularly known as the Morgan Wage Commis
sion. The workers were given an across the board 10 per
cent wage and salary increase.
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recommendations are by and large based on testimonies given
by the general public.

Wage policies seem to result more

from reaction to pressure rather than an equitable remunera
tion framework.
Choice of Wage Criteria. Another important explana
tion for the low rating of the supervisor’s pay lies in the
heavy reliance on a specific factor or criterion as a basis
for wage determination.

This problem seems to be more preva

lent in the developing countries due perhaps to the influence
of colonial practices.

Since the earliest Africans who

worked for the colonial administrators were the educated
ones, education came to be the main basis for rewarding
labor.

Nigeria has adopted the level of education as the

main criterion in the wage determination factor.

The prob

lem has also been acknowledged by many researchers, such as
the Committee on Education and Human Resource Development
in Nigeria.

In their 1969 manpower research report, the

Committee summarized it thus:
In Nigeria, the salary structure of the civil serv
ant sets the dominant standard. In this system, sal
aries are determined basically by the holding of par
ticular certificates or degrees.2
Again, there is a great deal of distinction among
the various levels and types of education.

The number of

years of education is not as important as the type of
2

Committee on Education and Human Resources Develop
ment Nigeria Task Force, Nigeria Human Resources Development
and Utilization (New York: Education and World Attairs.

msjrp" S3.
"
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education received.

A technical or trade school education,

no matter what the duration, is condidered inferior to a
high school or university education.

The possession of a

university degree carries more pay and prestige than a tech
nical or professional certificate.

The salary scales are

set in advance regardless of the realities of the job market.
No university graduate would like to settle for lower salary
than the minimum set by the government.

This accounts for

the existence of a high degree of what can be called structural unemployment

existing among Nigerian college graduates.

On the other hand, the great interest which Nigerian students
show in college degree courses as opposed to technical
courses is due to the higher relative pay and prestige asso
ciated with the possession of such qualifications.
One would anticipate that the supply and demand con
ditions in the job market would play the major role in wage
determination in Nigeria.

For instance, areas of acute

shortages would witness higher wage biddings, while areas of
surpluses would witness low wage bidding.
actually the case.

But this is not

Many researchers, such as Peter Kilby,

have also expressed concern over the situation as it is now.

*2

Chamberlain has defined structural unemployment as
that which arises from major imbalances in the supply of and
demand for particular kinds of labor in an economy. For
further information see: Neil Chamberlain, The Labor Sector
(New York: McGraw-Hill Book Company, 1965), pp. 567-57d.
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Kilby summarized the problem with the following analysis:
"The arbitrary and wide differentials in income which find
no justification in either scarcity or productive contribu
tion are a major cause of political tension in general."4
The Berg study reviewed in Chapter II also dealt with the
problem of unjustifiable wage differential in Africa.

In

the study conducted in many African countries, Berg found
that the ratio between the starting rate for a new univer
sity graduate and the national minimum wage was about 11 to
1.

He found the ratio in the United States to be 2 to 1.
Fringe Benefits. Thus far the problem of direct pay

has been discussed.

Another explanation which could be

offered for the supervisor’s low pay rating is the fact
that when fringe benefits such as car allowances are added
to direct pay, the job becomes much more unattractive to
talented people.

The Berg study, already cited, also sup

ports this explanation.

It must also be pointed out that

tradition, custom and politics seemed to have played major
roles in establishing and perpetuating the wide difference
in the fringe benefits given to the upper level and lower
level workers.

As has already been seen in Chapter II,

fringe benefits have by tradition been associated with the
colonial administrators.

These fringe benefits, which

4Peter Kilby, Industrialization in an Open Economy:
Nigeria 1945-1946 (Cambridge: Cambridge University Press,
1969), p7 3fo5'.
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ranged from free housing and automobile driver allowances
to extremely generous overseas vacation and leave allowances
for the administrators and high ranking government officials,
were adopted by the politicians and civil servants who re
placed the colonial masters after independence.

There were,

however, little or no fringe benefits for the junior govern
ment staff as they were called.
The different forms of fringe benefits enjoyed by the
government officials, from the Nigerian Prime Minister and
his cabinet to the chairmen and top managers of governmentowned corporations, have been growing at an alarming rate.
It was this growth in fringe benefits for top officials
that triggered the Nigerian labor union protest of 1964
which led to the appointment of the Morgan Wage Commission.
During the hearings conducted by the commission, the main
assertions of union leaders were that the fringe benefits
enjoyed by politicians, ministers and top management offi
cials were growing out of proportion with relative wages.
Clement Onyemelukwe reports the union leader as saying:
In Nigeria today, a minister's car earns more than
a university graduate, and yet the federal government
wants everything to run smoothly while poor workers
are suffering from wants.5

5Clement Onyemelukwe, Problems of Industrial Planning
and Management in Nigeria (London: Longmans, Green and Co.,
Ltd., 1966), p. 256. "Car" means "car allowance."
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Money and Prestige Are Very
Important to the Career Planners
Another major finding of this research is the fact
that the Nigerian career planners used in the study ranked
pay and prestige very high in the order of importance.
Based on our western background, we had hypothesized that
pay and prestige were not significant factors influencing
the choice of career.

The result, first and second rating

positions for pay and prestige, respectively, partly led us
to reject the hypothesis.
The explanations for these findings have been
touched upon in Chapter IV.

In addition to the empirical

and theoretical support for the finding, there are perhaps
other explanations, mainly cultural in nature, which can
account for the difference between the types of responses
that a western career planner would give concerning the pay
and prestige importance and those which his African counter
part would give.
In many studies in which workers here in the West had
been asked to express an opinion about the importance or
*

role of pay in their motivation, the result has been low
relative importance attached to pay as a motivator.

But

many researchers, Hulin and Blood, for example, have
suggested that the reason for this kind of opinion which
the western worker expresses about money is perhaps due to
his cultural and social norm, popularly referred to as the
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Protestant ethic.®

Among other things this ethic dis

courages avarice or the excessive love for money.

On the

other hand, the African worker does not have that kind of
attitude toward money.

He is, therefore, not inhibited as

far as the expression of his real feelings toward the im
portance of money is concerned.
The empirical and theoretical support for the find
ings which have already been cited include the work of
Maslow and particularly his need theory of motivation,
which suggests that the worker's position on the hierarchy
of needs is an important factor influencing his motiva7
tion.
As was already pointed out, it seems that Nigeria,
being a developing country, is composed of a population
still struggling to meet the physiological and safety needs.
If this assumption is correct, then the relative importance
attached to pay and prestige should not be a cause for
alarm.

Pay therefore could be utilized as an effective

motivating technique.

^Charles Hulin and Milton Blood, "Job Enlargement,
Individual Differences and Worker Responses," Psychology
Bulletin, Vol. 69, No. 1 (January 1968), pp. 4T>6S.

York:

7See A. H. Maslow, Motivation and Personality (New
Harper and Brothers, 1954).
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The Quality and Quantity of Existing
Supervisors and Foremen Are toot Adequate
An opinion strongly expressed by the respondents in
our research was the fact that the existing supervisors
and foremen were not adequate both in number and quality.
This finding is also supported by a number of other
studies.

Some studies by Wells and Warmington revealed

that in almost all companies studied, management listed
the inadequacy of Nigerian supervisory performance as their
Q
chief problem in the labor field.
Some of the supervisory
inadequacies pointed out by management were:

(1) lack of

surveillance and intervention in the work process and un
willingness to establish a work pace, (2) poor diagnostic
and organizational ability in non-routine situations; and
(3) the reluctance to accept responsibility. 9
Lack of Surveillance and Intervention in the Work
Program. One of the complaints of Nigerian management about
the supervisor was his unwillingness to give close super
vision and to intervene in the work process.

This com

plaint does not agree with the generally expressed opinion
regarding the authoritarian nature of leadership noticed in
government, business enterprises, and even in the

8

F. A. Wells and W. A. Warmington, Studies in Indus
trialization: Nigeria and the Cameroon (London: Oxford
University Press, 1562), p. 37.
9Ibid.
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supervisors’ homes.

But also, in the same report (the Wells

and Warmington study), some managers complained of the super
visor's arbitrary and inconsistent treatment of subordinates-at one moment protective and in the next, very punitive.
There are possible explanations for this apparent
inconsistency.

One is the general feeling among supervisors

and foremen that it would not be to their advantage to an
tagonize their fellow Nigerians if the fruits of the in
creased productivity went mostly to the foreign-owned com
pany.

The prevailing feeling which dates back to the colo

nial days is that the industrial job is the white man's job.
The benefits accrue to the white man and, therefore, a gener
alized apathy exists among native Nigerians.

The monetary

rewards for increased productivity and efficiency are not
sufficient to justify efforts in that direction.

The low

pay rating of the supervisor's job, in a way, justifies this
kind of attitude toward supervision, and results in the
widely held opinion that the Nigerian supervisors tend to
identify with the workers rather than with management.
Another possible explanation concerns the quality of
training given to the supervisors and, of course, the
method of selecting those being trained for the job.

A

training program that does not deal with the right methods
of surveillance and direction may not be helpful in accom
plishing these objectives.

On the other hand, the selection

of trainees who do not have the necessary abilities and
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attitudes toward supervision may be a major factor respon
sible for the supervisors’ lack of surveillance and inter
vention in the work process.
Poor Diagnostic and Organizational Ability in NonRoutine Situations. The existing Nigerian foremen and
supervisors were said to lack the ability to make non
routine decisions.

A number of explanations can be offered

for this kind of inadequacy.

A major reason is the fact

that Nigeria has had a short history of industrialization
and, consequently, does not have a large industrial sector.
Coupled with this is the fact that many of the workers have
rural agricultural backgrounds.

The simple technology and

little division of labor in traditional agriculture provides
meager scope for the development of diagnostic and organiza
tional abilities.

Another explanation is the fact that

Nigerian business organizations, perhaps, do not stress the
possession of decision making abilities as a criterion for
selection of supervisors.

Since loyalty or obedience to

the boss or company as well as productive efficiency may be
the overrriding selection factor, one can anticipate the
recruitment of loyal supervisors who do not necessarily
possess diagnostic ability.
Reluctance to Accept Responsibility. Another inade
quacy of the supervisor stems from his reluctance to accept
responsibility for such things as faulty work of
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subordinates, preventing damage to machinery and for main
taining the flow of production.

A major explanation for

this lies in the feeling of insecurity surrounding the
supervisor's job.

The supervisor is torn between two loyal

ties- -loyalty to the organization and loyalty to his cul
tural origin.

He is consequently placed in a double bind

which he perceives to be untenable.

Poor performance on

the part of subordinates may be interpreted as a supervisory
weakness even if the lack of worker commitment to industrial
labor is responsible.

Still another explanation could be

that colonialization breeds dependence which in turn breeds
an abdication of responsibility, a lowering of self worth
and feelings of adequacy and ultimately contempt.
Also to be brought out here is the point that the
financial incentive under these social conditions would
have to be sufficiently high to lift the supervisor out of
his cultural trap.

The Nigerian supervisor who bridges the

gap between management and labor does so at considerable
personal expense and sacrifice.

The absence of an equitable

reward reinforces reluctance to accept further responsi
bility or initiative.
/

Specialized Training for
Supervisors is PesirecT
One final major research finding worthy of closer
examination is the respondents' expressed desire for more
specialized training programs for supervisors.

This view
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is also shared by the Committee on Education and Human
Resource Development Nigeria Project Task Force.

In the

1969 report on Nigerian human resource development and uti
lization, the Committee put it this way:
The present shortage of well-trained, experienced
intermediate level manpower to support Nigeria’s highlevel manpower and to supervise lower-level workers may
be overcome in two major ways: in employment training
and institutional training.
The problem of lack of specialized training facili
ties is probably common to many developing economies.

The

Nigerian need in this area is that of reforming or restruc
turing the training institutions and programs to serve the
country’s supervisory personnel needs.

As of now there

does not seem to be a widely acceptable diploma or certifi
cate for the supervisors even though the society is
"degree" or "certificate" conscious.

The few existing

diplomas such as the NEBSS (National Examination Board for
Supervisory Studies) have not gained wide acceptance because
they are based on the completion of external courses which
critics argue are not geared to the varying needs of the
different companies and their departments.

Bill Mills,

writing on the same problem, summarized it thus:
This evidence appears to add up to a general condem
nation of external courses for supervisors and, by im
plication, certificates and diploma courses such as the
NEBSS certificate. If it is so difficult to define the

10Committee on Education and Human Resource Develop
ment Nigeria Task Force, op. cit., p. 67.
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job, and the essential experience can only be obtained
in the work environment, is it possible for off the job
courses to be relevant?!1
The above observation by Mills, an official of the
Nigerian Institute of Supervisory Management, suggests that
the real problem is probably that of organizing the existing
program in such a way that more effective results can be
achieved.

This may call for some improved methods of se

lecting both the trainers and trainees, better evaluation
methods and problem-oriented methods of learning.

These

will be elaborated upon in the section below which deals
with the policy implications of the research findings to
both government and business.
IMPLICATIONS OF THE RESEARCH FINDINGS
TO GOVERNMENT AND BUSINESS POLICY MAKERS
The discussion so far has focused attention on a
closer examination of the research findings as well as the
possible explanations which could be offered for each indi
vidual result.

In this section of our discussion, the

chief objective will be to suggest the necessary policy
implications for both government and business.

The dis

cussion will begin with the problems of wage and prestige.

Bill Mills, "Recent Trends in the Development of
Supervisors," Nigeria Employers' Consultative Association
------News (July, 1973), p. 42.
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The Problems of Low Pay and Prestige
for the Supervisor’s JoF
Though the present study has revealed the low pay
and prestige associated with this intermediate level job,
it is by no means the only study or research which has sug
gested this kind of problem.

It may, however, be the first

attempt to systematically seek empirical support for the
problem.

Low pay and prestige are probably associated with

other intermediate level jobs in the country, especially
those shown in Table 1-1 in Chapter I.

The Harbison study

already cited in Chapter II suggested the prevalence of
this problem throughout the whole of the Nigerian inter
mediate manpower level.

Harbison went on to suggest that

the key solution to this type of problem lay in the govern
ment’s taking the initiative in improving the systems of
incentive.

His main idea is expressed as follows:

I would argue most strongly that situations of this
kind will not be corrected by publicity, exhortations
of prime ministers, and the building of more educa
tional institutions. They will be changed only when
the system of rewards and status in a modernizing
society are changed and the initiative in making
changes must come from the government itself in the
form of a complete revision of the entire system of
government employees. The failure of politicians and
planners to come to grips with this problem will pro
duce in the newer countries as it has produced already
in Egypt and India, an army of unemployed intellec
tual s. 12

12

Frederick Harbison, ’’Human Resource Development
Planning in Modernizing Economies,” International Labor
Review, Vol. 85, No. 5 (May, 1962), pi 444.
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The above quotation has been reproduced here because
it is considered one of the strongest and most direct re
marks on the wage

problem.

It will be used as a guideline

for the policy suggestions that will follow.
Recommendations for Government
Policy Makers Concerning Wages*
When confronted with a situation such as the one we
have been describing--the shortage in a certain category of
manpower due mainly to improper pay and incentive system-one would be tempted to suggest that the easiest way to
remedy the situation was by upgrading the pay and incentive
system for the category of labor where the shortage existed.
This line of reasoning would be helpful but the drawback
lies in the method of implementation.

In every country,

organizational wage structures are to a great extent in
fluenced by custom, culture and tradition.

This being the

case, it is usually difficult to change existing pay and
differentials without drawing opposition either from the
union or other groups who may be adversely affected by the
change.

This problem is even worse (from a governmental

point of view) where any attempt to favor one group at the
expense of others could lead to serious political problems.
However, the possibility of custom-based opposition or
political repercussions does not mean the government has to
ignore this major problem.

What it means is that serious

considerations ought to be given to any remedial actions or
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steps to be taken.
Within this framework, this writer will proceed to
suggest the following steps which he thinks the government
could take under the present situation, bearing in mind the
fact that the government is the largest employer whose
wages set the pattern for business and industry.
Wage Commission to Be Set Up by the Government. The
first step suggested is that the government set up a com
mittee or commission to examine the wage structure in the
government.

Unlike other wage commissions in the past, the

type of committee being recommended should be composed of
people who have wide and varied experience in the area of
wage and salary administration.

It may be necessary to

look outside of the country for such people.

The committee

could be composed of representatives from business and in
dustry, labor unions, the ministry of labor and the univer
sities.

Non-Nigerian residents could be brought in from

such countries as the United States for their expert advice.
A Study of Wage Criteria and the Use of Job Evalua
tion Technique Recommended for the Wage Commission. The
first task of this wage commission should be to analyze in
as much detail as possible the major job factors or criteria
that civil service and the government-owned corporations are
utilizing.

This should be followed by a comparison of this

system with the systems or factors being used in some
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advanced and underdeveloped countries whose backgrounds are
similar to that of Nigeria.
The information obtained by such analysis and com
parison could be instrumental in attacking the commission's
chief task, that of narrowing wage differentials and
making some jobs more attractive through pay and incentive
systems.

The actual reform of the incentive system could be

accomplished by taking some other steps.

These will, among

other things, include obtaining a list of the areas of labor
shortage from the manpower board.

This list, as has been

seen in Table 1-1, is likely to include jobs mainly in the
intermediate category area which are now quite unattractive
to the Nigerian career planners.

To come to grips with the

problem, a method of determining the worth of the job as
opposed to the worth of the individual holding it will have
to be used in determining wage levels for government jobs.
This could be achieved through the utilization of job
evaluation techniques which is recommended below for the
private sector.

Through the job evaluation technique and

the international comparison of wage structure, the inter
mediate level jobs can be adequately compensated.

If the

right technique is used, it will be possible to pay the non
graduate technician a higher salary than the college gradu
ate holding a clerical job.

It is thought that this would

attract talented applicants with a more positive attitude
toward such jobs as research and supervisory positions
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which presently are unattractive.

The scramble for univer

sity degrees, now causing acute manpower problems in the
country, may start to decline.
Government to Encourage Collective Bargaining. Once
the government has taken this initiative, the precedent will
be set making it more likely to be copied by business and
industry.
thing:

Here again, the government must do one more

encourage and give moral support to collective bar

gaining at least in the private sector.

This will, among

other things, facilitate the narrowing of wage differen
tials.

The observation of manpower scholars in the country

today--Kilby, for instance--is that the government has
failed to encourage this in practice.

The general impres

sion is that political speeches by the government both at
home and abroad have been aimed at giving the impression
that the government was committed to the policy of encourag
ing collective bargaining.

To many observers, the claims

so far have amounted to mere political propaganda.
Some Suggestions for Business and
Industry Concerning the WageProblem
The supervisor's pay and prestige problems are essen
tially business organizational problems.

This researcher

formulated the discussion of the problem with the govern
ment at the apex because of the predominant role that the
government plays in the developing countries.
Some of the suggestions given to the government
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concerning the designing of a more effective incentive sys
tem also apply to the private sector.

Indeed, it is in this

sector that the more detailed and sophisticated use of job
pricing techniques should be made.
Whereas the job evaluation technique recommended for
the government may consist of the simple ranking or classi
fication methods, the technique recommended for business
should make use of the more elaborate factor comparison and
13
point methods.
The main objectives of this kind of job
evaluation should include, but not be limited to:
1.

To produce a more workable internal wage structure
in order to simplify and make rational the existing
Nigerian wage structure which has resulted from
chance, custom, favoritism, agressive tendencies
and politics.

2.

To establish acceptable and effective devices for
determining rates for new or restructured jobs.

3.

To establish a method of realistic comparison of
the wage and salary rates of the country's employ
ing organizations.

4.

To establish a base for the measurement of indi
vidual performance if and when desired.

5.

To provide incentive values for individual workers

For a detailed explanation of these job evaluation
methods see: David Belcher, Wage and Salary Administration
(Englewood Cliffs, N.J.:
Prentice-Hall, Inc.,T O ) , “p . 179.
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to strive for better or higher level jobs.
6.

To provide facts on job relationships for use in
selection, training, transfers, and promotion.

7.

To provide useful information for wage negotiations
wherever in use.

8. To establish an agreed upon means of solving labor
disputes which in turn will reduce grievances over
14
wages.
Relative to the above recommendations, it is realized
that some forms of job evaluation system are in use in some
Nigerian business organizations.

However, our concern is

that the existence of the type of wage differentials re
vealed in Table 1-2 in Chapter I suggests that perhaps the
type of technique that is now being used does not reflect
the realities of the job market.

It is suggested that more

weight be placed on such factors as labor supply, produc
tivity and contributions to the organization as opposed to
such other factors as education, custom and tradition which
appear more popular now.

In short, this writer would like

to emphasize that job evaluation is concerned with jobs,
not individuals.
Before going on to the next discussion concerning
the problem of training, it will also be necessary to point

*^More elaborate information on the objectives of
job evaluation are presented in Belcher, op. cit.,
pp. 179-181.
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out that once the wage structure has been established, col
lective bargaining will be helpful whenever there is need
for changes in either wage structure or level.

It is also

our opinion that wherever unions exist, their support be
sought for the job evaluation techniques suggested here.
The Need for Better or Specialized Training for the
Supervisor. Another research finding which has serious im
plications for government and business is the expressed de
sire on the part of respondents for specialized training for
the role of supervisor.

Though the major study was not

directly concerned with measurement and development needs,
the preliminary study did indicate that it does exist.
Just from some unstructured interviews with the offi
cials of the Institute of Supervisory Management and the
Nigerian Institute of Management, this writer had an in
sight into the nature of the training needs.

In addition,

some library research relative to the subject lends support
to the opinions expressed both on the questionnaire and the
unstructured interviews with the officials.
The main training problem seems to center around the
fact that the existing programs are not effective enough to
produce supervisors who can perform well on the job.

It is

the opinion of Mills, one of the leading researchers in
this area, that in Nigeria the greater effort seems to be
devoted to the development of the training system "rather
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than people who can do their jobs better."*^

Having indi

cated what the nature of the training problem is, we will
now proceed to offer some suggestions for solution.
A Few Hints to the Government Policy
Makers Concerning the Training and
Development of the Supervisors
The total government expenditure on technical and
vocational education, about 4 percent^ of the total recur
ring expenditure for education, is apparently relatively
small.

However, the fact that much technical and vocational

training does take place outside of the formal education
system within the private sector makes it less necessary for
the government to channel more of the needed development
resources into technical and vocational training programs.
Rather than spend more money, the major effort should be
devoted to a more efficient use of the existing resources
in this area.
Speaking more specifically to the supervisory train
ing and development program, it is suggested that govern
ment policy be directed toward bringing about some form of
coordinated effort among the various state institutions
which are involved with supervisory and other management

*^Mills, op. cit., p. 40.
■^See the Committee on Education and Human Resources
Development Nigeria Project Task Force, op. cit., p. 121.
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training and development programs.

For instance, research

and training efforts could be shared between the government
departments, the colleges of business in the six Nigerian
universities, the Nigerian Institutes of Management and the
Institute of Supervisory Management.

At present, there does

not seem to be significant cooperation among these various
institutions.

Nigeria cannot afford to support institutions

that either overlap in their research activities or cannot
or do not cooperate fully in the broad area of national
interest.

Commenting on the same problem, the Committee on

Education and Human Resource Development Nigeria Project
Task Force expressed some dissatisfaction with this apparent
inefficiency in the use of research resources when they
summed it up this way:
In view of this situation, the present organization
of Nigeria's research effort seems less than adequate.
At the moment, there is in Nigeria a broad but distinct
compartmentalization of research between the universi
ties and government departments which have a variety of
research institutes under their jurisdiction.17
The present governmental use of its policy making
and regulatory powers in the area of informal institutional
ized supervisory training and development is commendable.
We are referring here to the setting up of the Industrial
Training Fund through the means of an employer tax/credit
scheme which credits employers for providing their own

17
Committee on Education and Human Resource Develop
ment Nigeria Project Task Force, op. cit., pp. 57-5&.
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training and taxes them for using formal educational facili
ties, including the use of graduates of those facilities.
However, it is suggested that government through the appro
priate ministry exercise some influence over the various
formal education programs, so that they are geared more to
the needs of the employers.

The situation whereby some

training institutions or programs benefit only the adminis
trators and trainers at the expense of the trainees and the
general public should not be tolerated.

Since employers

are taxed separately to finance the training programs, they,
too, have a right to demand that their tax money be spent
on effective programs.
Policy Implication for Business
Concerning the Training and
Development of Supervisors
One important point brought out in this research is
the creditability of the existing supervisors and foremen.
The implication of inadequate and apparently unqualified
supervisors and foremen suggests that the problem may not
lie within the course content and training technique alone
but also in the type of students being selected for train
ing.

The writer will thus suggest or recommend the follow

ing guidelines for the employer organizations and the insti
tutions or agents involved in the training:

first, insure

that those selected for training have supervisory management
potential; avoid the adoption of the common skills training

148

approach; explore the workshop and problem-solving approach.
We will now analyze these suggestions.
Select Those with Supervisory Potential. Training
potential is a very important principle which should guide
the selection or promotion of candidates for supervisory
training or position.

The selection could be made from the

high school graduating classes, the present employees or any
other institution considered suitable.

Selection procedures

should be broadened to include aptitude tests, achievement
tests and academic records.

Selection based on technical

competence on the job alone may not yield the type result
desired.

Provided the supervisor's job has been adequately

priced through the appropriate job evaluation technique
recommended, there should be little difficulty attracting
suitable candidates for the job.
Guard Against the Weakness of the Common Skills
Approach.

This reference is made to those external courses

for supervisors which are based on the assumption that
supervisory needs are either the same or similar in all or
a majority of the firms.

The point is that the super

visory or foremanship job is found to vary to a great ex
tent from firm to firm and even between similar departments
within the same firm.

Though it is possible to define the

supervisor's job in a given department, attempts to estab
lish a general specification run into difficulty over a
given period of time.

Since the job is difficult to define
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in general terms, attempts to construct a syllabus suffi
ciently relevant may not be simple or even worthwhile.
Furthermore, the common skills approach has other
problems which are typical of such courses even here in the
west.

After being exposed to a common skills training or

development course, the supervisor finds it difficult to
apply the principles discussed.

The course might have very

well changed their views but the work environment does not
permit them to implement their new idea.

A complaint

generally received from such trainees after such training
is the feeling that their superiors should have attended
1
8
the
course.
The above criticism does not mean that the common
skills approach is altogether useless.

There are several

aspects of the supervisor’s training for which this approach
can be effectively used.

The general framework of rules

that govern an industrial society can be taught using this
approach.

These rules could be statutory in nature as

illustrated by the factory acts or they could be in the
form of restraints such as financial control.

In all, their

proper understanding should be part of the supervisor's
training.
18

For a more vivid description of the Nigerian ex
perience with the common skills approach, see Mills, op.
cit., pp. 41-42.

150

Explore the Workshop System. A training and develop
ment method effectively used in some of the advanced nations
of the world is the workshop system.

This system seems to

satisfy many of the necessary training criteria.

It uses

the real-life problem solving approach which exposes the
trainees to the type of problems they will be expected to
handle on their jobs.

One of the main advantages of the

workshop system is that it can be run within a single firm
or centrally for supervisors from a number of small firms
with similar problems.

The leader or tutor selected for

this type training is one that has skills in group problem
analysis and organizing.

Where possible the trainer should

be an outsider, such as a member of the staff of a univer
sity, although he could also come from one of the partici
pating firms.

Workshops could be conducted in such areas

as Communications, Human Relations, Collective Bargaining
and Organization Structure and Control Techniques.
SUMMARY
This chapter has attempted to bring the research
results into sharper focus with the intent of advancing
explanations and possible problem solutions.

We attribute

the supervisor's low pay and prestige rating to carryovers
from the colonial administrators, governmental use of wage
commission, the improper choice of wage criteria and inequi
ties in the fringe benefits.
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This writer suggested, as possible solutions to the
pay problem, the appointment of a pay commission that would
study and compare government wage structure with those of
other countries having similar backgrounds.

Both business

and government were encouraged to make more effective use of
collective bargaining and job evaluation for the purpose of
narrowing the existing wage differentials.
The findings pertinent to the inadequacy of the exist
ing supervisors and foremen as well as the present training
facilities were attributed to poor selection methods, inef
ficiencies in developing training programs and lack of co
operation between the training institutions and the govern
ment departments.
In order to alleviate this problem, the writer recom
mended broader selection and promotion procedures based on
achievement tests, aptitude tests, transcripts and letters
of recommendation. Also suggested was the desirability of
depending less on training programs based on the common
skills approach.

The workshop system and the problem

solving approach were recommended as possible substitutes.
From this more detailed discussion of the research
findings will be derived the conclusions and directions for
further research, which form the topic of the next and
final chapter.

CHAPTER VI

CONCLUSIONS AND DIRECTIONS FOR FURTHER RESEARCH
The main purpose of this chapter is to draw some con
clusions from the entire research and to indicate the pos
sible directions for further research.

This is considered

essential because it enables us to call attention to a
number of critical conclusions which were derived from the
two related studies conducted during the course of the re
search.

Since the studies are among the very few reported

empirical studies attempted in this area in Nigeria, a plea
for further research in terms of either replication of what
has been done or the investigation of other aspects of the
problem is also considered necessary.

First, an attempt

will be made to bring the major conclusions into sharper
focus and then proceed with the suggestions for further
investigation.
THE CONCITJSIONS
The most important inferences from the research can
be stated as follows:

(1) a major manpower problem in

Nigeria lies in the area of low-level management personnel;
(2) the wage structure appears to be an important source of
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the problem; (3) reforming the wage structure is probably
one of the most important steps to be taken; and (4) improve
ment in the training and development programs may be neces
sary.

The discussions that follow will examine these con

clusions more closely.
Major Manpower Problem in LowLevel Management Personnel Area
Both the primary and secondary data used in this re
search tend to indicate strong evidence of shortages in the
low-level management area.

The overwhelming opinions of

company executives, middle management, lower management,
manpower officials and university professors point to this
problem.

This conclusion also gives some empirical support

to the findings of other researchers in this area, such as
Harbison, Kilby, and Wells and Warmington.
A problem of this nature is considered serious be
cause of the important role which this group of managers
play in modernizing the industrial sectors of developing
economies.

Since the higher level management positions may

be mainly filled with people from other countries or races,
the need to bridge the racial and cultural gap between
management and labor is quite obvious.

The existence of

adequately trained and motivated lower managers may prove
to be an indispensable asset to the business enterprises.
The key communication role which this managerial group can
play in the organization makes them one of the most impor
tant human resources that a nation should strive to
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adequately utilize.
Wage Structure as an Important
Source of1 the Problem'
One important lesson that can be learned from this
investigation strongly implicates the system of industrial
reward as a major factor influencing the shortage of the
lower level management personnel, foremen and supervisors.
The reader has noted the extremely low rating given to the
supervisor's pay in the major study which was also supported
by the expressed desire by the majority of the respondents
in the preliminary study concerning the need for upgrading
the supervisor's pay.
Lending support to this conclusion is secondary evi
dence in the nature of past research by the Committee on
Human Resource Development Nigerian Task Force and Peter
Kilby.

The low rating of the supervisor's prestige also

stems, in part, from his low pay rating.

In Nigeria and

perhaps many other countries value and importance are often
determined in terms of money.

Positions which carry high

financial reward are very likely to be held in high esteem
by the society.

In other words, pay and prestige often go

together.
The researcher also takes the position here that the
shortages in the other intermediate jobs yet uninvestigated,
those of research assistants, for instance, may be asso
ciated with the wage structure.

The intermediate category
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manpower is perhaps not adequately or fairly rewarded in
terms of the role which it is expected to play in government
as well as in business and industry.
Wage Structure Reform
As an Important Step
This inference, which has been drawn partly from the
expressed opinions of well informed people in the prelimi
nary study and our own interpretation of the problem, is
also supported by the Harbison study and the Berg argument
already discussed.

It appears to the researcher that prom

ises and assertions by politicians and even business men
about the desire to reform the wage structure will not be
sufficient.

A definite and practical action taken along the

line recommended, the job evaluation remedy, must be taken
if the problem is to be alleviated.

This position may not

be acceptable to those manpower researchers who believe that
the only solution to the manpower problems in the developing
countries lies in the building of colleges, universities
and other training institutions alone.

However, this re

searcher is strongly advocating reform in the system of
financial incentives based on the interviews, discussions
and evaluation of past research findings in this area.
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Improvement in Training and
Development Programs
There was almost unanimous agreement on the part of
all categories of respondents about the need for improved
training programs or opportunities for supervisors.

Though

the researcher does not have any real measure or estimate of
the training needs he is inclined to think both government
and business have some role to play in this area.

A number

of institutions such as the Institute of Supervisory Manage
ment, the Center for Management Development, the Nigerian
Institute of Management, and the Industrial Training Funds
Office were visited.

It was our impression that the effec

tiveness of these institutions and programs needs investiga
tion or analysis.

It would appear that there is need for

cooperation and coordination among these institutions.
Perhaps more important for business is the fact that
rather than depend heavily on the formal education system
for the training of the lower management personnel, more
emphasis should be placed on company training programs
geared specifically to the company needs.

For small com

panies the financial burden may make it impossible but
closer cooperations among companies can help to bring this
about.

157
DIRECTIONS FOR FURTHER RESEARCH

Having drawn the main conclusions from the research,
this section will discuss the possible directions for future
research.

It is thought that there is a great and urgent

need for some empirical work in this area.
research goes to:

The priority for

(1) replication of the present study on

other populations and for other manpower areas; (2) strate
gies for improving wage structure; and (3) measurement of
the effectiveness or weakness of existing training programs
and institutions.

The following explanations of these

priority areas may help to illustrate the position taken
here.
The Need for Replication
A number of replications of the major study both on
similar population and on slightly different populations
are advocated.

The study population, as has been pointed

out in Chapter III, was narrowed down to subjects who had
aspirations for college degrees or who were very near com
pletion of degree programs.

Their perception of the super

visor’s job may differ from the perceptions of other sub
jects whose aspirations are not as high.

Though the general

tendency on the part of the larger Nigerian companies now
is to search for lower management recruits from the univer
sities, it is recommended that other populations comprised
of technical or trade school subjects be used to provide a
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basis for comparison.
This may present some problems, especially since the
technical and trade school subjects are perceived as rejects
of the university selection procedure who have no choice but
to seek careers in areas which are not very popular or lucra
tive.

This problem can be handled by a slight restructuring

of the questionnaire.

For instance, in the question dealing

with reasons for choice of career, one of the possible re
sponses that the respondents could be asked to check could
be:

"because I could not gain admission to the University."
Replication is also suggested in other intermediate

category manpower shortage areas such as draftsmen, techni
cal assistants, laboratory technologists and non-graduate
teachers.

These occupations seem to suffer from the same

kind of image which the occupation under investigation
suffers.

If their pay and prestige ratings are similar to

those of the supervisor, then the need for reform of the
incentive system will have been more strongly established.
The Need for Developing Strategies
for Improving Wage Structure
An important research area that requires the atten
tion of students is the Nigerian system of financial incen
tive.

The public sector needs a system or systems which

will assure that the best potentials of individuals are de
veloped and utilized.

It has already been hinted that this

might mean a radical change in the present system which
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politicians may be reluctant to face.
Nevertheless, it must be considered because of the
urgent need.

The specific research tasks may be centered

around the determination of compensable factors.

How much

weight should be placed on education, experience, initia
tive, physical effort, and others too numerous to enumerate
here?

This question, of course, takes us back to the job

evaluation techniques referred to in Chapter V.
Company research and development departments are also
urged to develop their own strategies without heavy reliance
on the pattern set by the government.

The necessary com

pensable factors and the weight attached to them vary from
company to company just as the supervisor's job varies
within the company or the industry.

It is thought that in

order to reduce inequity and encourage talented individuals
to offer their services, a more careful analysis of compen
sable factors is desired.
Evaluation of Existing Training Programs
A problem which is not peculiar to publicly spon
sored agencies or programs is the tendency on the part of
those responsible to lose sight of the goals and objectives
for which the programs were created.

Many countries combat

this problem by providing for periodic evaluations which
serve as feedback between the program organizers and the
public.

This researcher thinks that Nigerian manpower
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researchers should follow this example and initiate the pro
gram evaluation area.
Some important research questions could be centered
around individual manpower institutions such as the Manage
ment Development Center.

The stated goals and objectives

of such institutions need re-examination.

Program effec

tiveness can be appraised through well designed studies.
The implications of such studies could be of immense help
to both the organizers and the public as a whole.

It is

realized that research of this nature may run into serious
problems and opposition unless undertaken either by the
institutions themselves or government sponsored researchers.
However, if the government is concerned about the manpower
problems, this researcher feels that this is one of the
first steps that should be undertaken.
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COLLEGE

B A T O N R O U G E • L O U I S I A N A • 70803
College of Business Administration
D E P A R T M E N T OF M A N A G E M E N T

December 11, 1972

To Whom It May Concern:
Mr. Martin A. Alugbuo from the East Central State
of Nigeria is a doctoral candidate in the department
of management at Louisiana State University, Baton
Rouge, Louisiana.
Mr.Alugbuo is doing field research on his disser
tation and is interested in information and data on
Nigerian formen and supervisors. We would appreciate
it if you would give him your kind assistance and
cooperation.
Many thanks in advance.
Yours sincerely

Leon C, Megginson
Professor of Management
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December 11, 1972

The Secretary
National Manpower Board
Lagos, Nigeria
Sir:
Mr. Martin A. Alugbuo from the East Central State
of Nigeria Is a doctoral candidate In the department
of management at Louisiana State University, Baton
Rouge, Louisiana.
Mr.Alugbuo Is doing field research on his dissertatlon and is Interested In Information and data on
Nigerian formen and supervisors. He would appreciate
it if you would give him your kind assistance and
cooperation.
Many thanks in advance.
Yours sincerely

Leon C. Megginson
Professor of Management

Preliminary Study
AN INQUIRY INTO THE STATE OF
FOREMANSHIP AND SUPERVISORY PERSONNEL
IN NIGERIA
Sir:
May I seek your kind assistance in a study of Nigerian foremen
and supervisors. It is entirely anonymous and not connected with
any government or business here or abroad.
The aim of the inquiry is to determine whether Nigerian business
enterprises have enough qualified foremen and supervisors or whether
there are shortages or surpluses. We are also interested in what
can be done to remedy the situation. Please put an "zn on the response
that best answers the question. May I thank you for taking the time
and trouble to answer these few questions. After completing the
questionnaire, please mail it to me in the addressed envelope at this
address:

Martin A. Alugbuo
College of Business Administration
Southern University
Baton Rouge, Louisiana

QUESTIONNAIRE
1. Are you
2. Age:

Male
10-20

Female
21-30

51-60
3. Marital status:

Married
Divorced

4. Occupation:

____31-40
61 or over
Single
Separated

GovernmentOfficial
Business Man
Foreman

41-50

Company executive
Middle Manager

Supervisor

University Professor

Educator
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5. Name of Business, Government or Institution you are working
for
6. Are you familiar with the job of an industrial or business
foreman or supervisor?
yes
no
7. To the best of your judgment is there adequate supply of qualified
foremen and supervisors in Nigeria?
yes
no.
8. Would you say that the foremanship and supervisory personnel
in the organization that you are working for:
is adequate in terms of number, training and skill.
is not adequate because there are not enough qualified
people for the job.
is not adequate because the people holding the job are
not qualified.
is over staffed because there are too many foremen and
supervisors.
9. To the best of your judgment would you say:
Nigeria has enough qualified foremen and supervisors.
Nigeria does not have enough qualified foremen and supervisors.
The training and development facilities for foremen and
supervisors is quite adequate.
The training and development programs for foremen and
supervisors is inadequate.
10. If you are of the opinion that there is a shortage of qualified
foremen and supervisors and inadequate training facilities,
please indicate any of the following steps you would like
to see taken to remedy the situation:
more specialized institutions for the training of foremen
and supervisors.
university degree courses for foremen and supervisors.
on-the-job training program for foremen and supervisors;
refresher courses for foremen and supervisors.
company training schools for foremen and supervisors.
upgrading the salary scale of foremen and supervisors.
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11. In your own opinion who should pay for the cost of training
and developing foremen and supervisors.
The federal government.
The stage governments.
The local governments.
The companies whose workers arebeing trained.
The student who is receiving thetraining.

Many thanks for your kind cooperation.

Do you have any comments or suggestions you would like to make on
this questionnaire? Please use the back of the paper if necessary.

172

Major Study

AN INQUIRY INTO FACTORS INFLUENCING
THE CHOICE OF CAREER BY NIGERIAN
STUDENTS
Dear Friend:
May I seek your kind assistance in a manpower study in Nigeria.
It is entirely anonymous and not connected with any government or
business here or abroad.
The aim of the inquiry is to determine what factors influence
Nigerian students in the choice of a career. Please put an "x"
on the response that best answers the question. May I thank you
for taking the time and trouble to answer these few questions.
Please mail the questionnaire back to me on completion at the
address below:

Martin A. Alugbuo
College of Business Administration
Southern University
Baton Rouge, Louisiana 70813

2. Age:

Male
12-20

Female
_21-30

41-50
3. Marital status:

31-40
51 or over.

____Married
Widowed
Separated

4. What Nationality are you:

Single
Divorced

____Nigerian_____________ Foreign

5. If Nigerian what tribe are you:
Hausa
Ibo
Yoruba
Name
_______

_

1. Are you:

Others

6. If foreign what country are you from:_________________
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7. What kind of school do you attend:
Elementary school
High School
Commercial school
Teachers’ Training School
Technical School
Higher School
University
Others. Name:_____________
8. What year are you in school:
1 __ 2
_3
4 __ 5 __ 6

7

8

9. Your field of interest (major) is: _______________________
10. You are planning a career in: ___________________________
11. Which of these factors influenced your choice of career? (Use
the numbers 1-7 to rank the importance of each factor to you.
No. 1 should show the most important while No. 7 shows the
factor that is lowest in importance.)
The pay is very high.
The job carries a lot of prestige.
Makes you your own boss.
Opportunity for promotion is great.
You have a great deal of talent orability for thejob.
People in this career get rich or wealthyvery fast because
of extra ways of making money.
Others: Name
12. Are you familiar with the job of the business or industrial
foreman or supervisor:
yes
no

I
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13. If answer to question 12 is yes, please check with an "xM
any of the following statements that you think applies to the
job of foremen and supervisors.
One of the best paid jobs in business and industry.
One of those jobs in which a person can make money very fast.
Not a good paid job.
One of the most prestigious jobs in business and industry.
Has low prestige.
The pay and prestige attachedto the job are adequate.
The pay and prestige are goodenough for an average high
school graduate but not for a university graduate.
The scale of salary for a foreman or supervisor should be
raised to at least a university graduate scale.
A person can make money fast in this job but the prestige
associated with it is low.

Many thanks for your kind cooperation.

Do you have any comments or suggestions you would like to make on
this questionnaire? Use the space at the back if necessary.

APPENDIX II A
COMPUTER PRINTOUTS:

PRELIMINARY STUDY
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APPENDIX II A-1
Data Card Layout
OAT A ALUG1
_
_________ __________________________________ __________
INPUT ID 1 - 3 SEX 4 , ACE' 5 M S 6 0CC 7 JOE 6 , ’SUP 9 01 10. 02 1 1 , 0 3 1 2 ,0 4 1 3 0 5 1 4 .
0 6 15 0 7 16, 0 8 17 0 9 16 0 1 0 19 O i l 2 0 0 1 2 21 0 1 3 .2 2 0 1 4 2 3 0 1 5 2 4 ________
0 1 6 25 0 1 7 2 6 o T e 2 7 0 1 9 * 2 6
CAROS
_
.....
; ______________________________________ 1________________

2 1 9 OBSERVATIONS IN DATA SET ALUG1

26

VARIABLES

•
S T A T I S T I C A L .

PROC SORT BY SEX
S
A M A L Y S I

PROC FREQ
BY SEX

.

S Y S T E N

2 3 0 5 3 XDSOAY. A P R I l 2 2 .

1974

•

*

APPENDIX II A-2
Frequency Distribution of Respondents by Occupation
occ

FREQUENCY

PERCENT
•

----------------- ------------------------

0

I

0 .4 6 7

• I

14

6 *5 4 2

2

49

2 2 .8 9 7

3

5

2 .3 3 6

•4

43

2 0 .0 9 3

5

44

2 0 .5 6 1

6~

47

-.......... . "

7
a
totals

9
2

214

....

2 1 .9 6 3
4 .2 0 6
0 .9 3 5

100.000

_ ... . ................

-

-

APPENDIX II A-3
Frequency Distribution of Respondents by Marital Status

_________________________________________ MS_______ FREQUENCY_______ PERCENT_________________________________

--- ----------------- ---------

0

11

S . 140

1

1 64

6 5 *9 6 1

12

5*6 0 7

z

■

3

t

0 *4 6 7

4

6

2 *6 0 4

T 3 T A .S

214

1 0 0 *0 0 0

----------
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APPENDIX II A-4
Frequency Distribution of Respondents by Age
AGE_______ FREQUENCY________PERCENT__

^

0.^35

2

13

6 .0 7 5

3

aa

r> •121

S

12

5 *6 0 7

0'

TOTALS

;

214

100*000

APPENDIX II B
COMPUTER PRINTOUTS:
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MAJOR STUDY

APPENDIX II B-l
Data Card Layout
S T A T I S T I C A L

i
.

A N A L Y S I S

S Y S T E M

1 4 0 5 7 THURSDAY* A PRIL 4 .

OATA ALUGBUO 1
INPUT 10 1—3 SEX 4 AGE 5 MS 6 NAT 7 TR 8 SCH 9 YR 10 MAJ 1 1 -1 2
CAR 1 3 -1 4 R1 15 P 2 16 R3 17 R4 18 R5 19 R6 20 R7 21 JOB 2 2 S I 2 3 S2 24
S3 2S S4 2 6 S5 2 7 S6 2 8 S7 2 9 S8 3 0 S9 31
IF R 1=0 THEN R ls M lS S IO ) *
IF R?=0 THEN R 2 = H IS S (0 )
IF R 3=0 THCN R 3 * M IS S (0 )
IF «A =0 THEN R 4 -M IS S C 0 )
IF RS—0 THEN RS—MI SSI 0 )
IF H 6S0 THEN R 6 = M IS S (0 )
IF R 7 * 0 THEN R 7 s M tS S (0 )
* W S I=S 1* 2
Y 'V S 2= S 2* 2
C *S 3 s S 3 * ( - 2 )
W S4=S4*2
•S 5 = S S *C -2 >
■ S 6 = S 6 * .S
ttS 7 = S 7 » .S
V S 0 = S 8 *(—2>
*S 9 = S 9 *1
S A 1*W S U «S 2> «S 3»
WS6*VS7*WS8*MS9
SA2=VS4+USS+«S6+VS7
CAROS'

2 9 5 OBSERVATIONS IN OATA SET ALUGBU01

38

1974

•

VARIABLES

PROC P R IN T
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APPENDIX II B-2
Pay and Prestige Ranking and Rating Means
A N A L Y S I S
MfN VALUE
1*00000000
1 *0 0 0 0 0 0 0 0
-4 * 0 0 0 0 0 0 0 0
—2 * 0 0 0 0 0 0 0 0

S T A T I
R1
RZ
SA1
SA2

N
23 3
293
29 5
29 5

SUM
5 2 8 *0 0 0 0 0 0 0 0
6 0 7 .0 0 0 0 0 0 0 0
-> 9 0 9 *0 0 0 0 0 0 0 0
-4 5 3 * 0 0 000000

S T I C A L
MEAN
1*60204778
2 * 0 /1 6 7 2 3 5
- 3 . 0 B 135593
-1 *5 3 5 5 9 3 2 2

S T A T I
CORRELATION CO EFFIC IEN TS

S T I C A L
/
PR08 *

R

S Y S T E M
MAX VALUE
5 .0 0 0 0 0 0 0 0
6 *0 0 0 0 0 0 0 0
4.SOOOOOOO
3 *0 0 0 0 0 0 0 0

CORRECTED SS
2 6 8 *5 1 9 7 7 1 3 3
2 8 7 *4 9 4 6 8 0 5 5
5 7 4 *5 4 7 4 5 7 6 3
1 5 1 *8 7 6 2 7 1 1 9

A N A L V S I s
S Y S T E M
UNOER MOO RHQatO
/
NUMBER OF OBSERVATIONS
•

STANDARD DEV
0 *9 5 *9 4 966
0*99225577
1*3 9 7 9 4 2 4 4
0 *7 1 8 7 3 9 1 4

APPENDIX II B-3
Analysis of Variance with Age as a Source of Variation

DATA Al
SET ALUGSUOl
IP AGE-0 t h e n d e l e t e
IF NO AGE THEN DELETE
2 6 9 OBSERVATIONS IN OATA SFT At

PROC ANOVA DATA=A1
MODEL SA1 SA2SAGE

CLASSES AGE

36

MEANS AGE

VARIABLES

S T A T
OATA SET AX
CLASSES
ACE

I

S t

I C A L

A N A L Y S I S

S Y S T E M

A N A L Y S I S

S Y S T E M

VALUES
1 2 3 4

-

S T A T I

S . T I C A L

MEANS
ACE

N

SA1

SA2

I
2
3
4

94
11 3
68
14

- 2 .8 X 9 1 4 6 9
-3 .1 9 * 6 9 0 3
- 3 .0 7 3 5 2 9 4
- 3 .6 0 7 1 4 2 9

- 1 .5 5 3 1 9 1 5
- 1 .5 3 0 9 7 3 5
- 1 .4 7 0 5 8 8 2
- 1 .6 0 7 1 4 2 9

289

-3 .0 6 4 0 1 3 8

- 1 .5 2 7 6 8 1 7

OVERALL MEANS
s t a t x

S T I

ANALYSIS OF VARIANCE FOR VARIABLE SA1
SOURCE
ACE

C A L

A N A L Y S I S

S Y S T

MEAN
- 3 .0 6 4 0 1 3 3
C .V .
SUM OF SOUARFS
MEAN SQUARE
1 1 .7 0 1 7 S 9
3 .9 0 0 5 8 6 4 0

OF
3

PES I DUAL

235

S S 8• 3 6 3 9 8S

1 •9 5 9 1 7 1 8 8

COPPECTEO TOTAL

283

5 7 0 .0 6 5 7 4 4

1 .9 7 9 3 9 4 9 4

S T A T I

a n a l y s is

of

v a r ia n c e

SOURCE
AGE

S T I

C A L

FOR VARIABLE SA2
OF
3

A N A L Y S I S

S Y S T

MEAN
- 1 .S 2 7 6 8 1 7
C .V .
SUM OF SQUARES
MEAN SQUARE
0 .3 7 2 4 4 9
0 •1 2 4 1 4 9 6 8 5

RES IDJAL

285

IS O .4 0 6 0 9 8

0 .5 2 7 7 4 0 6 9 4

CORRECTED TOTAL

288

1 SO.7 7 8 5 4 7

0 .5 2 3 S 3 6 6 2 1

E H

-4 5 .6 8 2 0 4 6 I

.

E M

-4 7 .5 5 2 9 4 6

(
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APPENDIX II B-4
Analysis of Variance with Sex as a Source of Variation
OATA A I
SET ALUGBUQ1
IF SEXeO THEN OELETE

•

281 OBSERVATIONS IN OATA SET A1

S T A T I

S T I

38

PROC SORT OATASA1 BY SEX
s y S T £ M
C A L
AN A l y s i s

1 4 0 5 7 THURSDAY. A ^R IL 4 .

PROC MEANS 0ATA«A1

S T A T X s T I
v a r ia b l e

VARIABLES

N

MEAN

C A L

STANDARD DEV

VARIANCE

BY SEX

19 74

VAR S A I SA2

A N A L Y S I S
S Y S T E M
SEX*1
SUM
CORRECTEO SS

LOW

HIGH

C .V .

(

SA1

193

- 3 ,0 0 2 5 9 1

1 .4 7 7 6 9 7

2 .1 8 3 5 6 7

- 5 7 9 .5 0 0 0 0 0

4 1 9 .2 4 8 7 0 5

-4 .0 0 0 0 0 0

4 .5 0 0 0 0 0

4 9 .2 1 4

SA2

193

- 1 .5 3 1 0 8 8

0 .7 7 3 2 9 6

0 .S 9 7 9 8 7

-2 9 5 .5 0 0 0 0 0

1 1 4 .8 1 3 4 7 2

-2 .0 0 0 0 0 0

3 .0 0 0 0 0 0

5 0 .5 0 6

SAI
SA2

88
88

-3 .1 5 3 4 0 9
-1 .4 9 4 3 1 8

1 .2 7 8 3 7 4
0 .6 3 1 9 7 5

1 .6 3 4 2 4 1
0 .3 9 9 3 9 3

1 4 2 .1 7 8 9 7 7
3 4 .7 4 7 1 5 9

-4 .0 0 0 0 0 0
-2 .0 0 0 0 0 0

4 .5 0 0 0 0 0
2 .0 0 0 0 0 0

4 0 .5 3 9
4 2 .2 9 2

SEX*2

S T A T I S T I C A L

A N A L Y S I S

S Y S T E M

—2 7 7 .5 0 0 0 0 0
- 1 3 1 .5 0 0 0 0 0

14 057 THURSOAY. A P RIL 4 .

1974

o.cT

J

ni
R2
1 *0 0 0 0 0 0
0 *1 1 2 1 3 8
0 *000 0
0 .0 5 2 1
79 3
293
1 .0 0 0 0 0 0
0 *212 138
R2
0 .0 5 2 1
0 .0 0 0 0
29 3
2 93
0 .0 1 5 5 2 7
0 .0 1 4 6 3 9
SAI
0 .7 4 9 5
0 .7 9 8 5
293
29 3
- 0 .0 2 9 3 2 4
-0 .0 5 1 3 2 0
SA2
0 .6 2 3 3
0 *6 1 4 7
293
293
S T A T I S T I C A L
A N A L Y S I S
Rt

SAI
SA2
C. 0 1 8 6 2 7 . - 0 .0 2 9 3 2 4
0 * 74 95
0 .6 2 3 3
29 3
29 3
0 .0 1 4 6 3 9
-0 .0 5 1 3 2 0
0 .7 9 6 5
0 *6 2 4 7
2 93
293
1 .0 0 0 0 0 0
0 .6 9 9 5 5 0
0 * 0 .0 0 0
0 *0 0 0 2
295
295
0 *6 9 9 5 5 0
1 .0 0 0 0 0 0
O.OCOl
0 .0 0 0 0
295
295
S Y S T E M

1A0S7 THURSDAY* A dR IL 4 *

1974

186

APPENDIX II B-5
Analysis of Variance with Tribe as a Source of Variation
S T A T I S T I C A L

A N A L V S

I

S

S Y S T E M

140S 7 THIM SOAY • A » R IL 4 *

OATA A I
'JET ALUGBUO!
IF TR *0 THEN DELETE
IF NO TR
THEN DELETE
38

2 9 4 OBSERVATIONS IN DATA SET A l
PROC ANQVA DATA=A1
MODEL S A I SA2*TR

CLASSES TR
S T A T I

OATA SET A2

ST

VARIABLES

MEANS
I C A L

A N A L Y S I S

S Y S T E M

1974

S T A T I S T I C A L
ANALYSIS OF VARIANCE FOR VARIABLE SA2
SOJMCE
TR

A N A L Y S I S

S Y S T E M

MEAN*
—I * 5 3 5 7 1 4 3
C .V .
MEAN SQUARE
OF . SUM OF SQUARES
2 .0 2 2 3 5 6
0. 940735875
3

RES IOJ AL

290

1 4 9 .0 5 2 6 4 2

0 .5 1 3 9 7 4 6 2 9

CORRECTED TOTAL

293

1 S I .8 7 5 0 0 0

0 .5 1 6 3 4 4 7 1 0

- 4 6 .6 8 3 1 7 8 <

"

........................

CLASSES
Tfl

VALUES
1 2 3 4
S T A T 1

S T X

C A L

A N A L Y S 1 S

S Y S T E M

MEANS
TR

N

SA1

SA2

1
2
3
4

35
125
. 95
39

- 3 .3 8 5 7 1 4 3
•-3 *1 3 6 0 0 0 0
-3 * 1 8 4 2 1 0 5
-2 *3 7 1 7 9 4 9

-1 * 7 0 0 0 0 0 0
-1 *5 3 6 0 0 0 0
—1 •5 6 3 1 5 7 9
-1 *3 2 0 5 1 2 8

294

- 3 .0 7 9 9 3 2 0

-1 *5 3 5 7 1 4 3

OVERALL MEANS
S T A T 1

S T 1

ANALYSIS OF VARIANCE FOR VARIA8LE SA1
SOURCE
TR

C A L

OF
3

A N A L Y S X S

S Y S T E M

MEAN
-3 *0 7 9 9 3 2 0
C *V *
SUM OF SQUARES
MEAN SQUARE
2 4 *2S S 4S 1
8 *085 150 45

RESIDUAL

290

5 S 0 .11 6147

1 *8 9 6 9 5 2 2 3

CO&RFCTED TOTAL

"29T

T W .3 7 1 5 9 9

1 m 960 31126?

-4 4 * 7 1 8 4 8 4 C

APPENDIX II B-6

Analysis of Variance with School as a Source of Variation
OATA A 1 SET ALUGBUOl
IF NO SCH OR NO YR THEN DELETE
2 9 5 OBSERVATIONS IN DATA SET A1

S T A T I S T I

PROC SORT DATAsAl
BY SCH YR
C A L
A N A L Y S I S
S Y S T E M

S T A T I

PROC NESTED AOV DATA=A1
VAR SA1 SA2
CLASSES SCH
C A L
A N A L Y S I S
S Y S T E M

S T I

38

C O EFFIC IEN TS OF EXPECTED MEAN SQUARES
SCH
ERROR
SOURCE
6 0 *6 0 4 7 5
1 .0 0 0 0 0
SCH
0 *0
1 *000 00
ERROR
A N A L Y S I S
S Y S T E M
5 T A T I S T 1 C A L
ANALYSIS OF VARIABLE SA1
SUM OF
MEAN
VARIANCE
VARIANCE
SQUARES
SQUARFS
COMPONENT p e r c e n t
D .F .
SOURCE
1 0 0 *0 0
294
5 7 4 *5 4 7 4 5 0
1 *9 5 4 2 4 3
1 *9 5 7 5 2 0
TOTAL
4 *7 4 7 6 4 1
2 *3 7 3 0 2 1
0 *0 0 6 1 5 1
0 *3 1
SCH
2
292
S 6 9 *7 9 9 8 1 6
1 *9 5 1 3 6 9
1 *9 5 1 3 6 9
9 9 *6 9
ERROR
* 3 .0 8 1 3 5 6
MEAN
1 *3 9 6 9 1 4
STANOARO DEVIATION
C OEFFIC IEN T OF VARIATION
*0 *4 5 3 3 4 4
ANALYSIS OF VARI ABLE * SA2
VARIANCE
SUM 3F
MEAN
VARIANCE
D .F *
SQUARES
SQUARES
COMPONENT PERCENT
SOURCE
294
1 5 1 *0 7 6 2 7 1
0 *5 1 6 5 0 6
0 .S 2 3 4 5 6
1 0 0 .0 0
TOTAL
2 *4 6
SCH
2*7 9 2 5 9 6
1 *3 9 6 2 5 3
0 *0 1 2 0 9 5
2
292
1 4 9 *0 0 3 7 6 5
0 .5 I0 S 6 1
0 *5 1 0 5 6 1 • 9 7 * 5 4
ERROR
WEAN
* 1 *5 35 593
0 .7 1 4 S 3 5
s t a n d a r d O EVIATION
C O EFFICIENT OF V A RIATIO N
*0 *4 6 5 3 1 6
s t a t i s t i c a l
A N A L Y S I S
S Y S T E M

VARIABLES

14 057 THURSDAY, A PRIL 4 *

1974

DATA A1

14057 THURSDAY* A PRIL 4 *

1974

d a t 'a

14057 THURSDAY, A PRIL 4 *

1974

1 4 0 5 7 THURSDAY, A P R IL 4 ,

1974

ai

PROC SORT
s

t

a

t

i

s

t

i

c

a

l

a

n

a

BY SCH
l

y s

i s

PROC MEANS

S T A T I
VARIABLE

MEAN

N

1 4 0 5 7 THURSDAY. A P RIL 4 *

s y s t e m

8Y SCH

S T I

C A L

STANDARD DEV

VARIANCE

SAI
SA2

96
96

- 2 *9 9 6 2 5 0
-1 .6 0 4 1 6 7

1 .6 5 8 5 6 8
0 .6 9 S 5 3 7

3 .4 5 4 2 7 6
0 *4 8 3 7 7 2

SAI
SA2

6
6

-2 .9 1 6 6 6 7
-0 .9 1 6 6 6 7

1 .0 2 0 6 2 1
1 .4 2 6 8 6 9

1 .0 4 1 6 6 7
2 .0 4 1 6 6 7

1974

VAR SAI SA2
A N A L Y S I S
S Y S T E M
SCH=2
SUM
CORRECTED SS
-2 7 9 .0 0 0 0 0 0
-1 5 4 .0 0 0 0 0 0

3 2 8 .1 5 6 2 5 0
4 5 .9 5 8 3 3 3

LOM

HIGH

-4 .0 0 0 0 0 0
-2 .0 0 0 0 0 0

4 .5 0 0 0 0 0
2 *0 0 0 0 0 0

6 3 .9 5 1
4 3 .3 5 8

- 1 • oooooo
2 .0 0 0 0 0 0

3 4 .9 9 3
1 5 5 .8 7 7

1 .5 0 0 0 0 0
3 .0 0 0 0 0 0

3 4 .9 6 7
4 5 .7 4 5

C *V .

(

SCH=6
- 1 7 .5 0 0 0 0 0
-S.SOOOOO

5 .2 0 8 3 3 3
1 0 .2 0 8 3 3 3

-3 .5 0 0 0 0 0 •
' -1 *5 0 0 0 0 0 *

• SCH=7
SAI
SA2

193
193

-3 .1 7 3 5 7 5
-1 .5 2 0 7 2 5

S T A T I S T I C A L

A N A L Y

1 .1 0 9 7 0 0
0 .6 9 5 6 6 0
S IS

1 .2 3 1 4 3 4
0 .4 8 3 9 4 3

S Y S T E M

- 6 1 2 .5 0 0 0 0 0
- 2 9 3 .5 0 0 0 0 0

2 3 6 .4 3 5 2 3 3
9 2 .9 1 7 0 9 6

-4 .0 0 0 0 0 0
-2 .0 0 0 0 0 0

1 4 0 5 7 THURSDAY. A P R IL 4 .

1974

APPENDIX II B-7
Analysis of Variance with Major as a Source of Variation
S T A T I S T I C A L

A N A L Y S I S

S Y S T E M ________________________________________________1 4 0 5 7 THURSDAY, APRIL 4»

OATA A i
SET ALUGBUOl
IF M AJ*0 THEN DELETE
IF NO MAJ THEN OELETE
291 OBSERVATIONS IN OATA SET Al

PROC ANOVA OATA^Al
MJDEL SAI SA2s MAJ

CLASSES HAJ

S T A T I
OATA SET A l
CLASSES
MAJ

ST

38
MEANS MAJ

I C A L

Ow

A N A L Y S I S

S Y S T E M

A N A L Y S I S

S Y S T E M

VALUES
1 2 3 * 5 6 7 8 9
S T A T I S T I C A L

*7

VARIABLES

1974

.1

MEANS
MAJ

N

SAI

SA2

1
2
3
4
S
6
7
6
9

4
too
36
5
1
3
6
S
131

- 3 .6 2 S 0 0 0 0
-3 .3 9 0 0 0 0 0
- 3 .0 4 1 6 6 6 7
- 3 .1 0 0 0 0 0 0
- 3 .5 0 0 0 0 0 0
-2 .6 6 6 6 6 6 7
- 2 .3 3 3 3 3 3 3
- 3 .4 0 0 0 0 0 0
- 2 .8 5 4 9 6 1 8

- 1 .8 7 5 0 0 0 0
- 1 .6 4 0 0 0 0 0
- 1 .4 5 8 3 3 3 3
- 1 .7 0 0 0 0 0 0
- 1 .5 0 0 0 0 0 0
- 1 .3 3 3 3 3 3 3
- 0 .8 3 3 3 3 3 3
- 1 .6 0 0 0 0 0 0
- 1 .4 8 8 5 4 9 6

291

—3 .0 7 S 6 0 14

-1 .5 3 6 0 8 2 5

OVERALL. MEANS

S T A T I

S T I C A l

ANALYSIS OF VARIANCE FOR VARIABLE SAI
SOURCE
MAJ

OF
6

A N A L Y S I S

S Y S T E M

MEAN
- 3 .0 7 5 6 0 1 4
£ .V .
SUM OF SQUARES
MEAN SQUARE
2 .7 5 3 4 3 6 8 7
2 2 .0 2 7 4 9 5

RES I0JAL

28 2

5 5 1 .8 0 9 2 7 5

1 .9 5 6 7 7 0 4 8

CORRECTED TOTAL

290

5 7 3 .8 3 6 7 7 0

1 .9 7 8 7 4 7 4 8

S T A T I

S T I C A L

ANALYS IS OF VARIANCE FOR VARIA3LE SA2
SOURCE
MAJ

OF

a

A N A C Y S I

S

- 4 5 .4 8 2 0 3 6

C

S Y S T E M

MEAN
- 1 .5 3 6 0 6 2 5
C .V .
SUM OF SQUARES
MEAN SQUARE
5 .6 2 3 3 1 0
0 .7 0 2 9 1 3 6 9 9

RES XDUAL

282

1 4 6 .2 4 7 8 2 4

0 .5 1 8 6 0 9 3 0 6

CORRECTED TOTAL

290

I S I *8711 34

0«S23693S66

-4 6 .8 8 1 9 4 5 (

*

APPENDIX II B-8
Analysis of Variance with Career as a Source of Variation
S T A T I S T I C A L

A N A L Y S I S

S Y S T E M

MEANS
CAR
1
2
3
4
5
6
7
8
9
10
11
12
— — — —— ———
—————
OVERALL MEANS

N

SAI

SA2

44
32
86
20
3
36
21
1
14
27
2
4

- 2 .9 5 4 5 4 S S
- 2 .9 3 7 5 0 0 0
- 3 .1 9 1 8 6 0 5
- 2 .8 2 5 0 0 0 0
- 3 .6 6 6 6 6 6 7
- 2 .9 5 8 3 3 3 3
-3 *4 2 8 5 7 1 4
-3 *5 0 0 0 0 0 0
- 3 .5 7 1 4 2 8 6
- 2 .9 2 5 9 2 5 9
- 1 .7 5 0 0 0 0 0
- 2 .7 5 0 0 0 0 0

- 1 .5 4 5 4 5 4 5
-1 .2 8 1 2 5 0 0
- 1 .6 4 5 3 4 8 8
- I .3 2 5 0 0 0 0
- 1 .6 6 6 6 6 6 7
-1 .4 5 8 3 3 3 3
- 1 .7 6 1 9 0 4 8
- 1 .5 0 0 0 0 0 0
- I .7 1 4 2 8 5 7
—1 .4 4 4 4 4 4 4
-0 .7 5 0 0 0 0 0
- 2 .0 0 0 0 0 0 0
—— — — —

290

*> 3 *0 7 4 1 3 7 9

- 1 .5 3 6 2 0 6 9

—

ANALYSIS OF VARIANCE FOR v a r ia b l e SA I
SOURCE
CAR
RES 1DUAL
CORRECTED

total

OF
11

MEAN
*3 *0 7 4 1 3 7 9
C .V .
SUM OF SQUARES
MEAN SQUARE
IS . 997694
1 *4 5 4 3 3 5 8 3

27S

5 5 7 .6 5 8 3 * 0

2 .0 0 S 9 6 S 2 5

289

5 7 3 *6 5 6 0 3 4

t *98496898

S T A T X S T X C A L

ANALYSIS OF VARIANCE FUR VARIABLE SA2
SOURCE
CAR
RESIDUAL
corrected

S T A T I S T

I

total

A N A L Y S I S

C A L

OATA AL3

freq

"

“

S Y S T e M

278

1 4 3*7 6*098 0

0 *5 1 7 1 2 5 8 2 9

289

1 5 1 *8 6 9 8 2 8

0 *525 501 134

-> 4 6 *8 1 1 0 5 2 C

14 057 THURSDAY* A P RIL 4 * 1974

SET ALUGBUOl

PROC SORT DATA=AL3
BY SCH SEX AGE TR
S T A T I S T I C A L
A N A L Y S I S

BY SCH

S

* MEAN
*1 *5 3 6 2 0 6 9
C .V .
MEAN SQUARE
SUM OF SQUARES
8 *1 0 8 3 4 7
0 *737 167 922

S V S T E M

2 9 5 OBSERVATIONS IN OATA SfeT AL3

proc

DF
11

A N A L Y S t

*4 6 *0 7 2 1 3 7 <

oata* a l 3

S Y S T E M

3b

VARIABLES

1 4 0 5 7 THURSOAY. APRIL 4 .

19 74

..............................
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